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Abstract The concept of quiet quitting, which has recently been included in the organizational behavior literature,
is defined as employees focusing on their work during legal working hours as determined by their
employers and, not spending time on work-related issues outside of working hours. It is noteworthy that
the phenomenon of “quiet quitting” considered an undesirable behavior in organizational settings, is
observed among academicians. In this study, we investigate the prevalence of quiet quitting in academia.
We determine the reasons that push academics to quiet their quitting behavior. We are also assessing the
impact of psychological climate on quiet quitting behavior. Using data obtained from academics working
in Turkey, we determine that the leading reasons that push academics to exhibit quiet quitting behavior
are manager's attitudes and behaviors, organizational injustice, lack of time for academic publications,
lack of motivation, and insufficient salary/additional benefits. We reveal a negative relationship between
academics’ psychological climate perceptions and quiet quitting behavior. We state that as psychological
climate perceptions increase, academics’ levels of quiet quitting behavior decrease. It was concluded
that all subdimensions of psychological climate perceptions were negatively related to Quiet Quitting
Behavior (QQB).
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The Effect of Climate on Quiet Quitting Behavior: A Study of Academics
The COVID-19 pandemic, which originated in China in December 2019 and has affected the global commu-

nity, has posed significant challenges in various areas, including the workplace. During the aforementioned
period, there were disruptions in the activities carried out in many areas, and all sectors where goods and
services were produced faced the negative effects of the pandemic. This situation has had negative effects
on all employees, whose workload has increased and who are trying to fulfill their duties in uncertainty.
Unfortunately, remote working has discouraged employees for some reasons, such as the inability to achieve
work-life balance, inadequate infrastructure, and physical conditions (Ratel & Rietvelt, 2023). It is noteworthy
that job dissatisfaction continues and becomes even more widespread among employees who return to their
workplaces after the pandemic (Formica & Sfodera, 2022). It has also been observed that some employees
do not refrain from expressing dissatisfaction with their jobs. The 17-second post of a user named Zaid Khan
(2022) was watched by 3.6 million people on TikTok, a social media application. Khan’s quiet quitting; He
expressed it for the first time as follows: “You don't quit your job, you give up the idea of going further
and further at work.” Khan: “You still fulfill your duties, but you no longer have the hustle culture mentality
that says work should be your life. The truth is that; your value as an individual is not determined by your
labor.” continued as follows. Therefore, it resulted in the emergence of the concept of "quiet quitting," (QQ),
previously recognized in the field of business administration (Yıldız & Özmenekşe, 2022), but formally named
for the first time. According to Mahand and Caldwell (2023), QQ is the name given to a behavior that was first
used by Mark Boldger (Temel, 2022) to describe employees’ lowest level of commitment to their jobs and
has existed in work environments for a long time, although it is not labeled with this name.

Although the concept of "quitting" refers to employees leaving their jobs, it is seen that "QQ" does not
mean employees leaving their jobs but, is defined as focusing on their work during the legal working hours
determined by their employers and, not spending time on work-related issues outside of working hours
(Yıkılmaz, 2022; Yıldız & Özmenekşe, 2022). QQ refers to the situation where employees only fulfill the duties
assigned to them and do not undertake any duties that are not specified in their job descriptions, in other
words, they do not consider going beyond their duties (Formica & Sfodera, 2022).

When the literature is examined, it is seen that quiet quitting behavior (QQB) in an organization
depends on several factors. Arar et al., (2023) investigated the theoretical structure of QQB. Accordingly,
QQ occurs for managerial/organizational and employee-related reasons. Saygılı & Avcı (2023) examined the
relationship between leadership styles and QQ in their research. It has been concluded that overly task-
oriented leaders who give employees excessive workload causes QQB in the organization. Avcı (2023), in his
research, including 250 people from a local government enterprise; concluded that employees’ perceptions
of cynicism and quietness are related to QQB. Some studies have found relationships between QQ and
generation differences. Hamilton et. al., (2023) investigated whether the tendency for ‘quiet quitting’ differs
across generations. Accordingly, Generations Y and Z tend to show QQB more than others, many sectors
have reduced working hours, and QQB levels increase as education levels increase. In their study in which
they developed a scale on QQ, Anand et al., (2023) found that it is becoming increasingly common, especially
among the new generation of employees, due to reasons such as burnout, worthlessness, and lack of
motivation. In this context, it also reveals managerial behaviors that lead to QQ in the organization and
draws attention to preventive activities. Karavelioğlu et al., (2023) found in their research that QQ is related
to issues such as generation difference, burnout, mobbing, job satisfaction, commitment, and organizational
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culture. Karayaman (2023) discussed QQ in the context of generation theory. According to the results of
the research conducted with 1071 employees, significant relationships were found between generational
differences and QQB.

Especially with the pandemic; factors such as remote working, the inability to maintain work-life balance,
inadequate infrastructure-technology, and physical disabilities have changed employees’ perceptions about
their jobs (Ratel & Rietvelt, 2023). In other words, the perception of work-related psychological climate has
changed, and it can be thought to trigger QQ, a negative behavior in the workplace. Because employees’
individual perceptions of dissatisfaction with their jobs and workplaces are related to the psychological
climate (Barkhi & Kao, 2011). QQ does not mean leaving the job for a job with better opportunities. It is a
solution developed by employees to combat work-related burnout. Thus, the employee does not spare time
for work-related issues (e-mails, phone calls, developing ideas for new projects, etc.) outside of working
hours, does not see work as the center of their lives (Zenger & Folkman, 2022), and leaves the job as soon
as the working hours end (Zhang & Rodrigue, 2023). Situations such as not valuing oneself in the workplace
and not supporting participation; prevent the employee from interacting with the organization. Situations
such as a lack of clear roles in the workplace, employment in tasks below their potential, and lack of
career opportunities create insecurity. Employees who cannot express themselves may prefer to quietly quit
a work environment that is not adequately supported by management (Brown & Leigh, 1996; Kahn, 1990;
Katari et al., 2013). QQB can be observed in different professional groups. Teachers and academics are also
included in these professional groups (Yılmaz et. al., 2024; Yücedağlar et. al., 2024). Studies have assumed
that teachers and academics quietly quit their jobs because they cannot maintain a balance between their
work and private lives (Memiş & Tabancalı, 2024). Lawless (2024) stated that the neoliberalization of HE and
the imposition of a "do more with less mentality" have pushed academic staff to QQB.

It is now difficult to be an academic. In addition to the duties specified in their role descriptions, acad-
emics must simultaneously undertake many studies that will help them advance their careers. To meet the
performance expectations of academics, they must work at a high level. This situation may cause academics
to quit their jobs silently because they feel that they are losing their personal and family lives (Xueyun et al.
2024). Academics who participate in QQ exhibit behaviors such as not going beyond faculty services in their
work, using educational materials without updating them, meeting with students only during working hours,
and only dealing with the students they advise (Anderson, 2022; Vidra, 2022). This will lead to academic
failure. Considering the extensive impact of the field of education on society, examining the impact of quiet
quitting on higher education workers is of critical importance.

Based on this idea, this research tried to determine whether the psychological climate affects QQBs.
In the study, first, it was attempted to determine the perception of QQ in the academy. The aim was to
reveal the effect of academics’ psychological climate perceptions regarding working conditions on QQB. It is
extremely important to reveal the factors affecting QQ as a concept in the literature, particularly to support
its application in various fields. It is expected that evaluations made in terms of cause-effect relationships
with more concrete reasons will contribute to the development of the concept at a greater level. Therefore,
it can be considered an appropriate choice to investigate QQ in the scientific world because the perspective
of the concept will be made more conscious. The results to be revealed in light of the findings obtained will
make significant contributions to the literature. Thus, it is likely that various contributions will be made to
the fields of organization development, strategic management, and organizational behavior to prevent QQ
from being undesirable.
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Conceptual Framework, present study, model, and hypothesis
Quiet Quitting

QQ develops as a reaction to the hustle culture (Temel, 2022). Employees who cannot leave their jobs
for different reasons simply perform the jobs they expect. Thus, his reaction is to quietly quit the job and
develop an alternative solution (Schayett, 2022; Morrison-Beedy, 2022). Do not complete a task that is not
clearly stated in the job description and performs minimal effort for the job (Loewy & Spintge, 2022).

When the literature is examined, employees feel material, information, and emotional support positively
(Suan et al., 2012; Zhang & Rodrigue, 2023). In their study on QQ, which Zhang and Rodrigue (2023) explained
based on social exchange theory, the most important reasons that lead employees to QQ are; stating that
they do not receive the support they expect from their managers and colleagues. In addition, failure to
establish a meaningful relationship with their manager, their manager's prejudiced or inappropriate behav-
ior, not being valued or appreciated by their manager (Zenger & Folkman, 2022), not supporting employees’
career development or injustice in their career development, not being able to ensure employees’ organi-
zational commitment and organizational belonging, employees’ reasons such as decreased trust in the
organization and inability to provide employees with autonomy in matters related to their work (Mahand
& Caldwell, 2023) can be listed as reasons that lead employees to QQ. In addition to the aforementioned
reasons, employees who are forced to work at home due to the pandemic spend more time with their loved
ones at home, and increased deaths lead employees to adopt the view that life is short and their work is
not at the center of their lives, and that work-life balance is important; it has been a pioneer in their QQB
(Loewy & Spintge, 2022).

Employees with QQ lose the motivation to do their best and the high level of performance that their
organizations expect from them, and they tend to avoid working on projects beyond their role descriptions
without reward incentives (Aydın & Azizoğlu, 2022). Employees who are reluctant to perform beyond their
roles also limit their efforts at work to maintain work/life balance and protect their health in a busy work
schedule (Mahand & Caldwell, 2023; Zhang & Rodrigue, 2023).

It is seen that healthcare workers, whose burnout and psychological distress increased, especially during
the COVID-19 pandemic, are considering quitting their jobs due to the dangerous working environment
created by the pandemic and the fear of infection and infecting their families. It is predicted that the QQB
of healthcare workers who have to work in the field may lead to medical errors and a decrease in the
quality of patient care (Zhang & Rodrigue, 2023) due to legal reasons, such as rejection of these requests of
employees (cancelation of leave, refusal to accept resignation, etc.) (Yılmaz & Işık, 2021). QQ, poor perfor-
mance, and related loss of productivity exhibited by employees in almost all sectors (Mahand & Caldwell,
2023), preventing organizational sustainability, causing workplace laziness by spreading to other employees
(Zhang & Rodrigue, 2023), new it can create negative effects such as failure to develop ideas. It is believed
that these negative effects may have irreparable consequences in all business areas.

Psychological Climate

Psychological climate includes employees’ thoughts and perceptions about the work environment
(Kataria, Garg & Rastogi, 2013). Psychological climate is sometimes confused with organizational climate,
or one is used interchangeably. Essentially, these two concepts express different atmospheres in an
organization. The concept of organizational climate describes the general climate observed and felt by all
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employees of an organization (James & Jones, 1974). An organizational climate is distinguished from others
by its culture and is spread interactively among employees (Hoy, 1990). Psychological climate refers to
each employee’s perceptions and evaluations of the organization (James & Jones, 1974). Therefore, while
organizational climate describes the organizational climate adopted by a group of employees, psychological
climate refers to the climate adopted individually (Argon & Limon, 2017). The perceived psychological climate
in the organization reflects employee job satisfaction and satisfaction. In a sense, organizational climate
affects psychological climate (Barkhi & Kao, 2011).

The psychological climate is based on Lewin’s (1936) concept of "living space", which is based on individ-
ual motivations and feelings to make sense of individuals’ reactions to change (Parker et. al.*, 2003). However,
the concept of psychological climate is grounded in cognitive social learning theory and interactional
psychology (James et al., 1978). At the same time, climate theory prioritizes individuality (Barkhi & Kao, 2011).
For this reason, James argued that a stronger perception climate can emerge when individual perceptions
and thoughts come together (James, 1982; Barkhi & Kao, 2011). In other words, if the psychological climate
converges, it creates an organizational climate. In line with the theories in question, psychological climate
reflects the following characteristics (James et al., 1978).

• It reflects individual perceptions and evaluations rather than the effects of situations in the organiza-
tional climate on other employees.

• It emerges depending on the individual experiences of the employees.

• It is as subjective as an individual.

• As employee experience increases, their learning about the organization increases and they adapt more.

• Therefore, it is related to organizational behavior, feelings, and perceptions.

Jones and James (1979) discuss the psychological climate in 6 factors: Conflict and Uncertainty, Job
Difficulty, Leader Support, Collaboration, Professional and Organizational Spirit, Friendship, and Sincerity.
James and James (1989) study, psychological climate; was examined in four lower dimensions "role stress
and incompatibility", "job difficulty and autonomy", "facilitation and support of the leader", "workgroup
cooperation, friendship and sincerity". Koys and Decotiis (1991) defined psychological climate as; it was
examined in 8 factors: "autonomy", "trust", "commitment", "pressure", "support", "recognition", "justice" and
"innovation". These studies shed light on Brown and Leigh’s (1996) research and revealed the psychological
climate in 6 factors: "contribution", "recognition", "challenge", "role clarity", "supportive management" and
"self-expression". The psychological climate deals with employees’ integration with or isolation from the
organization (Kahn, 1990).

The contribution factor denotes the interaction of employees with organizational activities and their
impact on them (Brown and Leigh, 1996). The employee feels psychologically positive due to the contribu-
tions he or she makes to the organization. The recognition factor refers to the recognition and acceptance
of the employee’s character and professional abilities. This also ensures that the employee efforts and
contributions are appreciated. The challenge is to take risks in tasks without fear of the manager’s reaction,
despite the difficulty of the job. The role clarity factor pertains to an employee’s capability to define his/
her job responsibilities within the scope of his/her abilities. It is welcome to assign employees to an
organization according to their abilities (Brown & Leigh, 1996). Supportive management requires providing
the necessary working conditions to employee despite difficulties. Therefore, it is important to improve the
working environment, provide physical conditions, and support the creative work environment. Self-expres-
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sion means that, under these positive conditions, an employee feels safe at work and can use opportunities
for personal and professional development (Brown & Leigh, 1996; Kahn, 1990; Katari et al., 2013).

The present study, model, and hypothesis

Following the literature review, a model hypothesizing the relationship between psychological climate
and QQ behavior (QQB) among academicians was developed and presented in Figure  1, assuming that
psychological climate influences QQB.

Figure 1
Relationship between QQ and psychological climate.

In line with the hypothetical model in Figure 1, the following research question was addressed, and then
hypotheses* were proposed:

Research Question 1: How and in what direction is the relationship between psychological climate
perception and QQB?

• H₁: Psychological climate perception will be related to QQB.

• H1a: Contribution will be related to QQB.

• H1b: Recognition is related to QQB.

• H1c: Role Clarity is related to QQB.

• H1d: Supportive management is related to QQB.

• H1e: Self-expression is related to QQB.

• H1f: The challenge is related to QQB.

Research Question 2: What are the reasons that push academics toward QQB?

Method
Data Set, Procedure, and Ethics

The research population comprises academics from both public and private universities in Türkiye. Data
were collected using a survey method. The survey link was created through Google Forms and, distributed
to academics via email and social media networks. Data collection occurred between March and April 2024,
yielding responses from 216 academics, which were subsequently analyzed. According to the Council of
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Higher Education, there will be a total of 184.021 academics in Türkiye as of 2024 (YOK, 2024). The research
population comprises academics from both public and private universities in Türkiye. Data were collected
using a survey method. The survey link was created through Google Forms and, distributed to academics via
email and social media networks. Data collection occurred between March and April 2024, yielding responses
from 216 academics, which were subsequently analyzed.

In the study, 53.7% (n=116) of the participants were women and 46.3% (n=100) were men; 56.9% (n=123)
were between the ages of 22-41, 43.1% (n=93) were between the ages of 42-57; 81% (n=175) were doctoral
graduates; 19% (n=41) had a master's degree. 91.2% (n=197) work at a state university and 8.8% (n=19) work
at a private university.

In addition, ethical permission was obtained for the study with the decision of *Artvin *Çoruh* *University
Scientific Research and Publication Ethics Board dated 20.02.2024 and numbered E-126514.

Measures

Psychological Climate: To measure academics’ psychological climate perceptions, the psychological
climate scale developed by Brown and Leigh (1996) was used, consisting of 21 items and six dimensions (con-
tribution, recognition, role clarity, supportive management, and self-expression). Cronbach’s alpha values
of the scale are contribution .78-.71; recognition .76-.70; role clarity .78-.76; supportive management .83-.85,
and self-expression .83-.73. Because of the literature review, the five-point Likert scale was widely used. The
scale was adapted to Turkish by Özek (2014). It has been observed that in many studies where the scale was
used, it was generally used as a single dimension (Biswas, 2010; Balogun et al., 2013; Güler & Taşlıyan, 2022).
Argon and Limon (2017) translated the four dimensions into Turkish as 19 expressions in their study. In the
Turkish adaptation of the scale and the research conducted, it was seen that it was used as structures with
different factors (single factor or four factors), independent of the original. To eliminate inconsistencies
in the factor structure of the scale, exploratory factor analysis was performed. The analysis results before
factor analysis (Kaiser-Meyer-Olkin statistic = 0.853; Bartlett test χ2 = 1912.999; p < 0.001) revealed that our
data were suitable for factor analysis. According to the Kaiser (1960) criterion, the analysis results showed
five factors explaining 48% of the variances (see Table 1). After removing the statements in the original scale
but with a factor loading below .30 and the statements in more than one factor, the research hypotheses
were analyzed based on the structure consisting of 15 statements and five factors in the final case.

Table 1
Factor Analysis: Five-Factor Outcome

Variables and Items Factor Loading Eigenvalue

Self-Expression 6.567

I feel free to be completely myself at work. 1.026

The feelings I Express at work are my true feelings. .624

It is okay to express my true feelings in this job. .485

Role Clarity 2.064

Management makes it perfectly clear how my job is to be done. .764

The amount of responsibility and effort expected in my job is clearly defined. .743

The norms of performance in my department are well understood and
communicated.

.697

Contribution 1.668
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Variables and Items Factor Loading Eigenvalue

Doing my job really makes a difference. .806

The work I do is very valuable to the organization. .575

I feel very useful in my job. .474

Supportive Management 1.333

My boss gives me the authority to do my job as I see fit. .771

My manager supports my ideas and ways of getting things done. .719

My boss is flexible in how I accomplish my job objectives. .710

I can trust my boss to support me in making decisions in the field. .653

Recognition 1.172

My superiors generally appreciate the way I do my job. .568

The organization recognizes the significance of my contributions. .403

The eigenvalues, scree plots, and maximum-likelihood estimation results (available upon request) all supported a five‐factor
model.

Quiet Quitting: The scale developed by Anand et. al., (2023) was used to determine academicians’ QQ
levels. The scale consists of 7 statements and a single dimension. The Cronbach’s alpha reliability value of
the scale, which is rated using a 5-point Likert scale, was .829. The scale was used as a single factor in its
original form. Because of the reliability analysis performed on the data, the Cronbach's Alpha value of the
scale was found to be .822.

Five-point Likert-type scaling was used for all scales. Based on the formula 4/5=0.80, 1.00-1.79 is consid-
ered quite low, 1.80-2.59 is considered low, 2.60 - 3.39 is medium, 3.40-4.19 is high and 4.20-5.00 is considered
quite high.

“Why do academics exhibit QQB?” To find an answer to the problem, an open-ended question (for
example motivation, mobbing, organizational injustice, insufficient salary/additional rights, inadequate
career opportunities, injustice in career development, lack of motivation, low job satisfaction, perceived job
stress, etc. (Arar, 2023)) was asked, which included statements obtained as a result of the literature review
and allowed people to choose more than one option.

Control variables: We controlled for employee characteristics, including gender, age, and education.

Before analyzing the research hypotheses, normality and reliability analyses of the data were conducted.
SPSS software was used for the analyses. The skewness value of QQB is .057, the kurtosis value is .504,
Cronbach’s Alpha value is .822; The skewness value of the psychological climate is .295, the kurtosis value
is .161, and the Cronbach’s alpha value is .780. The results demonstrate that the data are distributed normally
and are reliable (See Table 2).

Multiple response analysis was carried out on the data that appeared to have a normal distribution to
determine the reasons that pushed academicians to QQB. Frequency analysis was carried out on academic
QQ levels and psychological climate perceptions. Correlation analysis was conducted to determine the rela-
tionship between academics’ QQBs and their psychological climate perceptions. A simple linear regression
analysis was performed to determine the effect level of the relationship between variables.
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Results
Descriptive statistics and correlations

Descriptive statistics and correlation values related to quiet quitting, psychological climate, contribution,
recognition, role clarity, supportive management, and self-expression are presented in Table 2.

Table 2
Summary Statistics And Correlation Analysis (N=216)

Variable Mean SD Skewness Kurtosis (1) (2) (3) (4) (5) (6) (7)

1. QQ (α=.822) 2.83 .844 -.057 -.504

2. Psych. Clim.
(α=.780)

3.05 .558 -.295 -.161 -.372**

3. Contribution
(α=.672)

2.41 .956 .441 -.327 -.501** -.063

4. Recognition
(α=.618)

3.54 .893 -.545 .324 -.387** .502** -.342**

5. Role Clarity
(α=.862)

3.07 .988 -.241 -.544 -.301** .759** -.224** .311**

6. Supportive
Man. (α=.883)

3.16 .956 -.494 -.329 -.458** .851** -.355** .430** .574**

7. Self-Exp.
(α=.801)

3.22 .938 -.450 -.363 -.434** .768** -.272** .296** .458** .658**

**p<.001

As shown in Table 2, academics QQB and psychological climate perception levels are at medium levels.
Because of the correlation analysis, it is seen that academicians’ psychological climate perceptions are
negatively significantly related to QQBs (r=-.372; p<.01). In addition, it was concluded that all subdimensions
of psychological climate perceptions were negative and significantly related to QQB. According to the corre-
lation analysis results, hypotheses H1, 1a, 1b, 1c, 1d, 1e were accepted.

As a result of the correlation analysis, a simple linear regression analysis was conducted to test the level
of effect of psychological climate on QQB in the negative and statistically significant relationship between
academics’ psychological climate perceptions and QQB.

Table 3
Regression Model of the Effect of Psychological Climate on QQB

Model Summary

Model R R² Adjusted R² Std. Error in Estimate

1 .372a .138 .134 .78511

ANOVAa

Model Sum of Squa. df Mean Square F Sig.

Regression 21.206 1 21.206

Residual 131.909 214 .616

34.402 .000b

Total 153.114 215

Coefficientsa

Unstd. Coefficents Std. Coefficients t Sig.Model
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β Std. Error Beta

1 Constant 4.548 .298 15.279 .000

Psychological Climate -.562 .096 -.372 −5.865 .000

a. Dependent Variable: QQ

The results of the regression analysis are presented in Table 3. As can be seen, the R² value is .138, which
indicates the strength of the relationship found in the correlation analysis. The table indicates that psycho-
logical climate perception explains approximately 14% of the variance of QQB. The significance columns in
the ANOVA and coefficients section indicate, that the model and the independent variable, psychological
climate, are statistically significant at the p < 0.01 level. When we look at the coefficient part, we see that the
constant value of the equation is 4.548, and the coefficient of psychological climate perception is -.562. In
other words, each unit increase in psychological climate perception leads to a.562 decrease in quiet quitting.

Academics were asked, "What are the factors that lead you to engage in QQB?" We asked a question with
multiple options. The percentage of multiple answers to the question is shown in Table 4.

Table 4
Reasons for Pushing Academics to QQB

N Percentage (%)

My manager's attitude and behavior 91 8,6%

Characteristic features of my manager 48 4,5%

Mobbing 52 4,9%

Micro/biased management approach 52 4,9%

Not enough time for academic publications 79 7,4%

No time for career development 58 5,5%

Organizational injustice 87 8,2%

Insufficient salary or additional rights 75 7,0%

Insufficient career opportunities 50 4,7%

Injustices in career development 72 6,8%

Lack of motivation 78 7,3%

My colleagues who exhibit this behavior 24 2,3%

Low job satisfaction 56 5,3%

Perceived job stress 46 4,3%

High-course load 53 5,0%

Unfair course distribution 37 3,5%

Person-job fit 14 1,3%

Inability to establish work-life balance 28 2,6%

This situation does not define me 64 6,0%

1064 100,0%

Note: Since more than one option can be selected in this question, the number N exceeds the sample size.

As shown in Table 4, the leading reasons that push academics to exhibit QQB are the manager’s attitudes
and behaviors, organizational injustices, injustices in career development, lack of time for academic publi-
cations, lack of motivation, and insufficient salary/additional benefits.

Istanbul Management Journal, (98): 38–53   47



The Effect of Climate on Quiet Quitting Behavior: A Study of Academics   Çetiner & Oğan, 2025

Conclusion and Discussion
During the COVID-19 pandemic, negative effects have emerged in business life in many areas. During the

pandemic, it has been observed that the work-life balance of employees has been disrupted, and working
conditions (especially in areas where the fight against the pandemic is most closely exhibited, such as the
health sector) have become increasingly difficult (Boy & Sürmeli, 2023). Although the pandemic has made
working conditions difficult, it involves a critical process that changes the perspective on work. This study
aims to contribute to the under-researched field of the causes and effects of the concept by supporting it
with quantitative research, examining the existence of QQ as an undesirable behavior in the organization
in the academy, its reasons, the antecedents and consequences of quiet quitting, and whether the findings
overlap with the literature.

Because of this research, it was determined that there is a negative relationship between academics’
psychological climate perceptions and QQBs. At the same time, it was concluded that all subdimensions of
psychological climate perceptions were negatively related to QQB.

According to the research results, the perception of psychological climate affects QQB. Each unit’s
increase in psychological climate perception decreases quiet quitting. It is supported in the relevant
literature that factors related to negative psychological climate affect quiet quitting. In his study, Lawless
(2023) discussed QQB in academia. He stated that insufficient wages, staff insecurities, and failure to protect
various rights against intense labor in the academy caused QQBs. In the academy, breaking resistance to
neoliberalization and improving unionization are seen as solutions. In another study, Soren and Ryff (2023)
discussed the concept of decent working conditions and QQ. Negative feelings toward the workplace; it
affects QQB by increasing insecurity, worthlessness, and work stress. Therefore, he argued that a decent work
environment for employees plays a critical role in employee positive behavior in the workplace. Atalay and
Dağıstan (2023) revealed that QQB is related to phenomena such as motivation, commitment, and citizenship
that affect organizational climate.

According to the research results, the most obvious reasons that push academics to QQB are; the
manager's attitude and behavior, organizational injustice, injustices in career development, lack of time for
academic publications, lack of motivation, and insufficient salary/additional benefits. When the literature on
the subject is examined, the factors that cause QQ are observed to be similar. Batista et al. (2024) identified,
lack of career advancement, organizational commitment deterioration, and burnout as the main reasons for
quitting. In their study, Formica and Sfodera (2022) emphasized that employees’ perspectives on work and
life have changed, especially after the global pandemic, and stated that working conditions, lack of work-life
balance, and insufficient wages affect negative behaviors in the workplace. In the "Global Workforce of the
Future" report of Adecco Group (2022), research conducted in 25 countries on quiet quitting; He stated that
situations such as low wages, lack of career opportunities, and insufficient organizational support cause
quiet quitting. Ulep (2023) interviewed 418 employees from different sectors. The study revealed that more
than half of the participants’ QQ were due to reasons such as insufficient salary, excessive workload, social
security problems, poor communication, lack of career opportunities, and burnout. In his research, Johnson
(2023) revealed that a lack of education, job dissatisfaction, and communication problems cause QQB in
an organization. In his research, Serenko (2023) concluded that low motivation levels and burnout among
employees affect QQB.

Istanbul Management Journal, (98): 38–53   48



The Effect of Climate on Quiet Quitting Behavior: A Study of Academics   Çetiner & Oğan, 2025

Contribution to research

It is thought that the fact that the research was conducted among academics made an important contri-
bution. The evaluation of scientists’ perspectives on the issue increases the level of contribution to the
solving the problem.

Lu et al., (2023) found in their study of academics that the global pandemic increased insecurity and
dissatisfaction at work, and that situations such as burnout, excessive workload, and insufficient wages
affected quiet quitting. Lawless (2023) stated that insufficient wages, staff insecurity, and failure to protect
various rights lead to academics’ QQB. Similar results were obtained in other studies conducted in the
academy.

Two important factors that lead employees to QQ in an organization are identified. The first is the inability
to maintain a work-life balance after the pandemic. Second Generation Z starts their business life (Öztürk et
al., 2023). Serenko (2024) stated that quiet quitting, which is increasingly spreading in business life after the
COVID-19 pandemic, has emerged as an issue that cannot be ignored. It is emphasized that it is expressed
more particularly concerning the increasing role of Generation Z in business life (Serenko, 2024; Mirviz, 2023).
Pevec (2023), in his literature review on the reasons for QQ in the organization; states that factors such as
poor communication, job dissatisfaction, inadequacy in career opportunities, and failure to create a strong
organizational culture increase employee turnover by reducing productivity and job quality. In parallel with
this, Formica and Sfodera (2022) stated that dissatisfaction with working conditions causes negative feelings
toward work. As can be seen, negative communication, job dissatisfaction, inadequate job opportunities,
economic dissatisfaction, and the inability to establish a work-life balance create a negative organizational
climate.

Our research results overlap with previous studies on the subject. Supporting the psychological climate
in an organization prevent undesirable employee behaviors. Therefore, ways to improve the psychological
climate in the organization should be sought.

Practical Implications

By understanding the concept of QQ, which is a new concept in the organizational behavior literature,
and obtaining more solid data on its antecedents and consequences, valuable suggestions are offered for
employers to combat QQ problems in organizations.

Hamouche et al., (2023) stated on the tourism sector that QQ can be observed after behaviors such as
cynicism and quiet. Therefore, QQ signals in an organization can be prevented by anticipating them.

The COVID-19 pandemic has changed business life, causing mental and psychological stress, especially
for those who have difficulty managing work-life balance due to working from home (Liu, 2023). This process
shows that the awareness of responsibility in business culture and employment contracts needs to be
reviewed in detail once again (Yıldız & Özmenekşe, 2022; McPhail et al., 2024; Rowley, 2023). Because the
existence or failure to prevent undesirable behaviors in an organization prevents achievement of goals. It
has been stated that employees with negative job perceptions also negatively affect the emotions of other
employees (Demirkaya et al., 2023). Boy and Sürmeli (2023) found that the incidence of QQB was higher
among healthcare workers than among other sectors. It is observed that employees exhibit QQB for reasons
such as excessive workload, inability to socialize, failure to meet wage expectations, anxiety, and burnout.
Çimen & Yılmaz (2023) drew attention to preventive activities regarding QQ in their study. For this purpose, it
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recommends measuring employee expectations and developing activities to increase job satisfaction. The
study also emphasizes that QQ and its precursors change organizational culture. Galanis et al. (2023) found
that burnout affected quiet quitting among nurses. In addition, job satisfaction reduces QQB. Therefore,
different measures and suggestions should be developed for different sectors.

Healthy and safe work environments need to be created so that employees can re-motivate and focus
on their work. It is important to direct employees’ time outside of work to various activities so that they
can have fun and socialize. In this way, employees can avoid stress and regulate their work-life balance. An
employee who feels psychologically comfortable can be prevented from turning to QQB (Çalışkan, 2023). In
their research to determine the relationship between employee commitment and quiet quitting, Nordgren
and Björs (2023) found that there are significant relationships between low organizational commitment and
quiet quitting. Boz et al., (2023) developed a scale; it was determined that the issues of lack of communi-
cation, commitment, organizational citizenship, and distrust were associated with quiet quitting. In their
research on working mothers, Zhang and Rodrugie (2023) revealed that employees who had problems with
maternity leave or could not get enough leave were more likely to exhibit QQB. The research emphasized
that it is possible to prevent QQB in an organization thanks to a positive psychological climate in every
sector and job.

Limitations

There are some limitations to this research. The restrictions in question are the conduct of the research
in Turkiye, the time limit, the statements of the participants in the research, and the area where it was
conducted. For this reason, researchers are advised to conduct research in different countries.

Additionally, in the field of organizational behavior, studies can be conducted to determine whether
employees engage in QQB and how their motivation, job satisfaction, organizational commitment, and
performance are affected by QQB.

Peer Review Externally peer-reviewed.
Conflict of Interest The authors have no conflict of interest to declare.

Grant Support The authors declared that this study has received no financial support.

Author Details Nurcan Çetiner (Assoc. Prof.)
¹ Karamanoğlu Mehmetbey University, Office Services and Secretary Department, Karaman, Türkiye

 0000-0002-0108-5849  nurcancetiner@kmu.edu.tr

Ela Oğan (Assoc. Prof.)
² Kırşehir Ahi Evran Üniversitesi Kaman Uygulamalı Bilimler Yüksekokulu, Yönetim Bilişim Sistemleri
Bölümü, Kırşehir, Türkiye

 0000-0001-5491-771X  

References
Anand, A., Doll, J., and Ray, P. (2024). Drowning in silence: A scale development and validation of quiet quitting and quiet firing.

International Journal of Organizational Analysis, 32(4), 721-743. https://doi.org/10.1108/IJOA-01-2023-3600

Istanbul Management Journal, (98): 38–53   50

https://orcid.org/0000-0002-0108-5849
mailto:nurcancetiner@kmu.edu.tr
https://orcid.org/0000-0001-5491-771X
mailto:
https://doi.org/10.1108/IJOA-01-2023-3600


The Effect of Climate on Quiet Quitting Behavior: A Study of Academics   Çetiner & Oğan, 2025

Anderson, C. S. (2022, August 30). Quit quitting and ‘the job’ in higher education. Retrieved from https://csaphd.com/2022/08/30/quiet-
quitting-and-the-job-in-higher-education/ (4th July 2023)

Arar, T. & Yurdakul, G. (2022). İş yeri mutluluğu: Öncülleri ve sonuçları üzerine nitel bir analiz, 21. International Business Administration
Congress, (pp. 826-844). Türkiye.

Arar, T. (2023). Çalışanları sessiz istifa davranışı sergilemeye yönelten unsurların incelenmesi. H. A. Kutlu (Ed.), Sosyal, Beşeri ve İdari
Bilimler Alanında Gelişmeler içinde (s. 348-377). Ankara: Platanus Yayınları.

Arar, T., Çetiner, N. & Yurdakul, G. (2023). Quiet quitting: Building a comprehensive theoretical framework, Akademik Araştırmalar Dergisi,
15 (28), 122-138. https://doi.org/10.20990/kilisiibfakademik.1245216

Argon T., & Limon, G. (2017). Psikolojik iklim ölçeğinin Türkçe’ye uyarlanması: Geçerlik ve güvenirlik çalışması. Uluslararası İnsan Bilimleri
Dergisi, 14(3), 2888-2901.

Avcı, N. (2023). Örgütsel sinizm, örgütsel sessizlik, işte sözde var olma ve sessiz istifa arasındaki ilişkiler: İstanbul Maltepe Belediyesi
örneği. Visionary E-Journal/Vizyoner Dergisi, 14(39), 968-989. https://doi.org/10.21076/vizyoner.1217165

Aydın, E., & Azizoğlu, Ö. (2022), A new term for an existing concept: quiet quitting-a selfdetermination perspective. B. Tunçsiper (Ed.),
7–9 October 2022, Proceedings of the 5th International Congress on Critical Debates in Social Sciences (s. 285-295). Türkiye.

Bakker, A. B., Demerouti, E., & Sanz-Vergel, A. I. (2014). Burnout and work engagement: The JD–R approach. Annual Review of Organiza-
tional Psychology and Organizational Behavior, 1(1), 389-411. https://doi.org/10.1146/annurev-orgpsych-031413-091235

Balogun, A.G., Adetula, G. A., & Olowodunoye, S.A. (2013). Job conditions, psychological climate, and affective commitment as predictors
of intention to quit among two groups of bank employees in Nigeria. Romanian Journal of Applied Psychology, 15(1), 9-19. https://
www.rjap.psihologietm.ro/Download/rjap151_2.pdf

Barkhi, R., & Kao, Y. C. (2011). Psychological climate and decision-making performance in a GDSS context. Information and Management,
48(4-5), 125-134. http://dx.doi.org/10.1016/j.im.2011.02.003

Batista, B. Oliveira, J., Rente, J., & Lopes, C. (2024). Quiet quitting: os principais motives. https://www.researchgate.net/journal/
Review-of-Business-and-Legal-Sciences-1646-1029?_tp=eyJjb250ZXh0Ijp7ImZpcnN0UGFnZSI6ImhvbWUiLCJwYWdlIjoicHVibGljYXRpb
24iLCJwcmV2aW91c1BhZ2UiOiJzZWFyY2giLCJwb3NpdGlvbiI6InBhZ2VIZWFkZXIifX0 [Review of Business and Legal Sciences];, 33 (Spe-
cial Issue), 1-20. http://dx.doi.org/10.56002/ceos.pp33-003_rcej

Biswas, S. (2010). Commitment as a mediator between psychological climate & citizenship behavior. Indian Journal of Industrial
Relations, 45(3), 411-423. https://www.jstor.org/stable/27768271

Boz, D., Duran, C., Karayaman, S., & Deniz, A. (2023). Sessiz istifa ölçeği. C. Duran (Ed.), Kuşak Teorisi Bağlamında Sessiz İstifa içinde (s.
9 - 41). İstanbul: Eğitim Yayınevi.

Brown, S.P., and T. W. Leigh. (1996). A new look at psychological climate and its relationship to job involvement, effort, and performance.
Journal of Applied Psychology, 81(4), 358-368. https://psycnet.apa.org/doi/10.1037/0021-9010.81.4.358

Çalışkan, K. (2023). Sessiz istifa: Sonun başlangıcı mı yeniden diriliş mi? Journal of Organizational Behavior Review, 5(2), 190-204. https://
dergipark.org.tr/en/download/article-file/3104673

Carless, S. A. (2004). Does psychological empowerment mediate the relationship between psychological climate and job satisfaction?
Journal of Business and Psychology, 18(4), 405-425. https://doi.org/10.1023/B:JOBU.0000028444.77080.c5

Çimen, A.İ., & Yılmaz, T. (2023). Sessiz istifa ne kadar sessiz. Sakarya Üniversitesi İşletme Enstitüsü Dergisi, 5(1), 27-33. https://doi.org/
10.47542/sauied.1256798.

Demirkaya, H., Yıldız, B., Erener Özalçın, S., & Öztürk, H. (2023). İnsan kaynaklarında sessizliğin yankıları: Örgütlerde sessiz istifa
fenomeninin anatomisi. Süleyman Demirel Üniversitesi İnsan Kaynakları Yönetimi Dergisi, 2(2), 69-88. https://dergipark.org.tr/en/
download/article-file/3534084

Formica, S. and, Sfodera, F. (2022). The great resignation and quiet quitting paradigm shifts: An overview of current situation and
future research directions. Journal of Hospitality Marketing and Management, 31(8), 899-907. https://doi.org/10.1080/19368623.
2022.213660

Güler, B., & Taşlıyan, M. (2022). Psikolojik iklimin çalışan performansı üzerine etkisinde işe adanmışlık boyutlarının aracılık rolü. Alanya
Akademik Bakış, 6(1), 1605-1628. https://doi.org/10.29023/alanyaakademik.982437

Hamilton, O. S., Jolles, D., & Lordan, G. (2023, June). Does the tendency for 'quiet quitting' differ across generations? evidence from the UK
[IZA Discussion Paper No. 16240]. Retrieved from https://ssrn.com/abstract=4488737 or https://dx.doi.org/10.2139/ssrn.4488737

Hamouche, S. (2023). COVID-19 and employees’ mental health: Stressors, moderators, and agenda for organizational actions. Emerald
Open Research, 1(2), 1-15. https://doi.org/10.1108/EOR-02-2023-0004

Istanbul Management Journal, (98): 38–53   51

https://csaphd.com/2022/08/30/quiet-quitting-and-the-job-in-higher-education/
https://csaphd.com/2022/08/30/quiet-quitting-and-the-job-in-higher-education/
https://doi.org/10.20990/kilisiibfakademik.1245216
https://doi.org/10.21076/vizyoner.1217165
https://doi.org/10.1146/annurev-orgpsych-031413-091235
https://www.rjap.psihologietm.ro/Download/rjap151_2.pdf
https://www.rjap.psihologietm.ro/Download/rjap151_2.pdf
http://dx.doi.org/10.1016/j.im.2011.02.003
https://www.researchgate.net/journal/Review-of-Business-and-Legal-Sciences-1646-1029?_tp=eyJjb250ZXh0Ijp7ImZpcnN0UGFnZSI6ImhvbWUiLCJwYWdlIjoicHVibGljYXRpb24iLCJwcmV2aW91c1BhZ2UiOiJzZWFyY2giLCJwb3NpdGlvbiI6InBhZ2VIZWFkZXIifX0
https://www.researchgate.net/journal/Review-of-Business-and-Legal-Sciences-1646-1029?_tp=eyJjb250ZXh0Ijp7ImZpcnN0UGFnZSI6ImhvbWUiLCJwYWdlIjoicHVibGljYXRpb24iLCJwcmV2aW91c1BhZ2UiOiJzZWFyY2giLCJwb3NpdGlvbiI6InBhZ2VIZWFkZXIifX0
https://www.researchgate.net/journal/Review-of-Business-and-Legal-Sciences-1646-1029?_tp=eyJjb250ZXh0Ijp7ImZpcnN0UGFnZSI6ImhvbWUiLCJwYWdlIjoicHVibGljYXRpb24iLCJwcmV2aW91c1BhZ2UiOiJzZWFyY2giLCJwb3NpdGlvbiI6InBhZ2VIZWFkZXIifX0
http://dx.doi.org/10.56002/ceos.pp33-003_rcej
https://www.jstor.org/stable/27768271
https://psycnet.apa.org/doi/10.1037/0021-9010.81.4.358
https://dergipark.org.tr/en/download/article-file/3104673
https://dergipark.org.tr/en/download/article-file/3104673
https://doi.org/10.1023/B:JOBU.0000028444.77080.c5
https://doi.org/10.47542/sauied.1256798
https://doi.org/10.47542/sauied.1256798
https://dergipark.org.tr/en/download/article-file/3534084
https://dergipark.org.tr/en/download/article-file/3534084
https://doi.org/10.1080/19368623.2022.213660
https://doi.org/10.1080/19368623.2022.213660
https://doi.org/10.29023/alanyaakademik.982437
https://ssrn.com/abstract=4488737
https://dx.doi.org/10.2139/ssrn.4488737
https://doi.org/10.1108/EOR-02-2023-0004


The Effect of Climate on Quiet Quitting Behavior: A Study of Academics   Çetiner & Oğan, 2025

Hoy, W. K. (1990). Organizational climate and culture: A conceptual analysis of the school workplace. Journal of Educational and
Psychological Consultation 1(2), 149168. https://doi.org/10.1207/s1532768xjepc0102_4

James, L. R. (1982). Aggregation bias in estimates of perceptual agreement. Journal of Applied Psychology, 67(2), 219. https://psycnet.
apa.org/doi/10.1037/0021-9010.67.2.219

James, L. R., and Jones, A. P. (1974). Organizational climate: A review of theory and research. Psychological Bulletin, 81(12), 1096. https://
psycnet.apa.org/doi/10.1037/h0037511

Jones, A. P., and James, L. R. (1979). Psychological climate: Dimensions and relationships of individual and aggregated work environment
perceptions. Organizational Behavior and Human Performance, 23(2), 201-250. https://doi.org/10.1016/0030-5073(79)90056-4

Kahn, W. A. (1990). Psychological conditions of personal engagement and disengagement at work. Academy of Management Journal, 33,
692-724. https://doi.org/10.5465/256287

Kaiser, H. F. (1960). The application of electronic computers to factor analysis. Educational and Psychological Measurement, 20(1), 141-151.
https://doi.org/10.1177/001316446002000116

Karavelioğlu, C., Baran, H., and Giderler, M.E. (2023). Sessiz istifa kavramına genel bir bakış. A. Kayabaşı (Ed.), Güncel İşletmecilik
Araştırmaları−4 içinde (s. 1-19). İstanbul: Eğitim Yayınevi.

Karayaman, S. (2023). Kuşak teorisi bağlamında sessiz istifa. C. Duran (Ed.), Sessiz istifa içinde (s. 62-85). İstanbul: Eğitim Yayınevi.

Kataria A., Garg P., & Rastogi R. (2013). Does psychological climate augment OCBs? The mediating role of work engagement. The
Psychologist-Manager Journal, 16(4), 217-242. https://psycnet.apa.org/doi/10.1037/mgr0000007

Khan, Z. (2022). On quiet quitting, TikTok, https://www.tiktok.com/@zaidleppelin /video/7124414185282391342?
is_from_webapp=1&sender_device=pc&web_id=7184800971522917894.

Koys, D. J., and DeCotiis, T. A. (1991). Inductive measures of psychological climate. Human Relations, 44(3), 265-285. https://doi.org/10.
1177/001872679104400304

Lawless, B. (2023). Performative enactments of resistance to academic neoliberalization: quiet quitting as educational transgression
and sustainability. Communication Education, 72(3), 316-319. https://doi.org/10.1080/03634523.2023.2207144

Liu, L. A. (2023). From great resignation to great re-negotiation on space and time for more holistic individuals and organizations. Per-
sonnel Review, 52(2), 434-441. https://doi.org/10.1108/PR-11-2022-0797

Loewy, J. V., & Spintge, R. (2022). Quiet quitting: Symptomatology and ramifications, Music&Medicine, 14(4), 196-198. https://doi.org/10.
47513/mmd.v14i4.899

Lu, M., Al Mamun, A., Chen, X., Yang, Q., & Masuku. (2023). Quiet quitting during COVID-19: The role of psychological empowerment.
Humanities and Social Sciences Communications, 1(10), 1-16. https://doi.org/10.1057/s41599-023-02012-2

Mahand, T. & Caldwell, C. (2023). Quiet quitting-causes and opportunities. Business and Management Research, 12(1), 9-19. https://doi:
10.5430/bmr.v12n1p9

McPhail, R., Chan, X., May, R., & Wilkinson, A. (2024). Post-COVID remote working and its impact on people, productivity, and the planet:
An exploratory scoping review, The International Journal of Human Resource Management, 35(1), 154-182. https://doi.org/10.1080/
09585192.2023.2221385

Memiş, T. K. & Tabancalı, E. (2024). Teachers’ silent scream: Quiet quitting. Research in Educational Administration & Leadership, 9(3),
360-415. http://10.30828/real.1440040

Mirvis, P. (2023). Engaging employees who care about the world: From what I need to who I am. Organizational Dynamics, 52(2), 100979.
https://doi.org/10.1016/j.orgdyn.2023.100979

Morrison-Beedy, D. (2022). Are we addressing “quiet quitting” in faculty, staff, and students in academic settings? Building Healthy
Academic Communities Journal, 6(2), 7-8. https://doi.org/10.18061/bhac.v6i2.9309.

Özdemir, M. (2010). Nitel veri analizi, sosyal bilimlerde yöntembilim sorunsalı üzerine bir çalışma. Eskişehir Osmangazi Üniversitesi
Sosyal Bilimler Dergisi, 11(1), 323-343. https://dergipark.org.tr/en/download/article-file/113287

Özek, H. (2014). Örgütlerde sosyal kaytarma davranışı ile psikolojik iklim ilişkisi ve konuyla ilgili bir araştırma. (Doctoral Thesis). Istanbul
Üniversitesi Sosyal Bilimler Enstitüsü, İstanbul.

Özkan, G. (2022). Sessiz sedasız ama gürültülü bir şeyler oluyor, çalışan Motivasyonu. Harward Business Review, Türkiye. https://
hbrturkiye.com/blog/sessiz-sedasiz-ama-gurultulu-birseyler-oluyor

Öztürk, E., Arıkan, Ö., & Ocak, M. (2023). Understanding quiet quitting: triggers, antecedents and consequences. Uluslararası Davranış,
Sürdürülebilirlik & Yönetim Dergisi, 10(18), pp. 57-79. https://doi.org/10.54709/jobesam.1299018.

Istanbul Management Journal, (98): 38–53   52

https://doi.org/10.1207/s1532768xjepc0102_4
https://psycnet.apa.org/doi/10.1037/0021-9010.67.2.219
https://psycnet.apa.org/doi/10.1037/0021-9010.67.2.219
https://psycnet.apa.org/doi/10.1037/h0037511
https://psycnet.apa.org/doi/10.1037/h0037511
https://doi.org/10.1016/0030-5073(79)90056-4
https://doi.org/10.5465/256287
https://doi.org/10.1177/001316446002000116
https://psycnet.apa.org/doi/10.1037/mgr0000007
https://www.tiktok.com/@zaidleppelin
https://doi.org/10.1177/001872679104400304
https://doi.org/10.1177/001872679104400304
https://doi.org/10.1080/03634523.2023.2207144
https://doi.org/10.1108/PR-11-2022-0797
https://doi.org/10.47513/mmd.v14i4.899
https://doi.org/10.47513/mmd.v14i4.899
https://doi.org/10.1057/s41599-023-02012-2
https://doi:10.5430/bmr.v12n1p9
https://doi:10.5430/bmr.v12n1p9
https://doi.org/10.1080/09585192.2023.2221385
https://doi.org/10.1080/09585192.2023.2221385
http://10.30828/real.1440040
https://doi.org/10.1016/j.orgdyn.2023.100979
https://doi.org/10.18061/bhac.v6i2.9309
https://dergipark.org.tr/en/download/article-file/113287
https://hbrturkiye.com/blog/sessiz-sedasiz-ama-gurultulu-birseyler-oluyor
https://hbrturkiye.com/blog/sessiz-sedasiz-ama-gurultulu-birseyler-oluyor
https://doi.org/10.54709/jobesam.1299018


The Effect of Climate on Quiet Quitting Behavior: A Study of Academics   Çetiner & Oğan, 2025

Parker, C. P., Baltes, B. B., Young, S. A., Huff, J. W., Altmann, R. A., Lacost, H. L., & Roberts, J. E. (2003). Relationship between psychological
climate perceptions and work outcomes: A meta analytic review. Journal of Business and Psychology, 24, 3-17. https://doi.org/10.
1002/job.198

Pevec, N. (2023). The concept of identifying factors of quiet quitting in organizations: An integrative literature review. Challenges of the
Future, 8(2), 128-147. https:// doi.org/10.37886/ip.2023.006

Rowley, C. (2023). Back to the future: Post-pandemic work and management. Personnel Review, 52(2), 415-424. https://doi.org/10.1108/
PR-11-2022-0770

Scheyett, A. (2022). Quiet quitting, Social Work, 68(1), 5-7. https://doi.org/10.1093/sw/swac051

Serenko, A. (2024). The human capital management perspective on quiet quitting: recommendations for employees, managers, and
national policymakers. Journal of Knowledge Management, 28(1), 27-43. https://doi.org/10.1108/JKM-10-2022-0792

Soren, A., & Ryff, C. D. (2023). Meaningful work, well-being, and health: enacting a eudaimonic vision. International Journal of Environ-
mental Research and Public Health, 20(16), 6570. https://doi.org/10.3390/ijerph20166570

Suan, C. L. & Nasurdin, A. M. ( 2012). Role clarity, supervisory support, peer support and work engagement of customer-contact
employees in hotels: a future research agenda. Tourismos: An International Multidisciplinary Journal of Tourism, 8(1), 315-329.
https://doi.org/10.26215/tourismos.v8i1.344

Tekin, H. H. (2006). Nitel araştırma yönteminin bir veri toplama tekniği olarak derinlemesine görüşme. İstanbul Üniversitesi Sosyoloji
Dergisi, 3(13), 101-116. https://dergipark.org.tr/en/download/article-file/4163

Temel, N. N. Ç. (2022). Dijital çalışma hayatında koşuşturma kültürü. Ç. Demir, and B. Göktaş, (Eds.), Dijital İnsan Kaynakları Pazarlaması
içinde, (s. 543-561). Efe Akademi: İstanbul.

Vidra, R. (2022, August 29). ‘Quiet Quitting’ isn’t the solution for burnout.” Inside Higher Ed.” Retrieved from https://www.insidehighered.
com/advice/2022/08/30/quiet-quitting-wont-solve-problem-burnout-academe-opinion (04 July 2024)

Xueyun, Z., Mamun, A. A., Yang, Q., Naznen, F. & Ali, M. H. (2024). Modeling quiet quitting intention among academics: Mediating effect
of work addiction and satisfaction, Journal of Workplace Behavioral Health, https://doi.org/10.1080/15555240.2024.2323636

Yıkılmaz, İ. (2022). Quiet quitting: A conceptual investigation, Anadolu 10 th International Conference on Social Science Proceeding
Book, October. ISBN: 978-605-72008-7-7, (pp. 581-591).

Yıldız, S. & Özmenekşe, Y.O. (2022). Kaçınılmaz son: Sessiz istifa, Al-Farabi International Journal on Social Sciences, 7(4), 14-25. https://
doi.org/10.46291/Al-Farabi.070402

Yılmaz, K., Arık, R. S., & Çelik, M. (2024). Öğretmenler için sessiz istifa ölçeğinin geliştirilmesi. MANAS Sosyal Araştırmalar Dergisi, 13(2),
426-438. https://doi.org/10.33206/mjss.1405854

Yılmaz, S. & Işık, E. (2021). Sağlık çalışanları açısından pandemiyle mücadele. Sağlık-Sen Yayınları: Ankara.

YÖK, (2024). Yükseköğretim Bilgi Yönetimi Sistemi Öğretim Elemanı Sayıları Raporu. [https://istatistik.yok.gov.tr/]

Yücedağlar, A., Gılıç, F., & Uzun, N. B. & İnandı, Y. (2024). Öğretmenlerde sessiz istifa ölçeği: bir geçerlik ve güvenirlik çalişmasi. Mehmet
Akif Ersoy Üniversitesi Eğitim Fakültesi Dergisi (69), 227-251. https://doi.org/10.21764/maeuefd.1313367

Zenger, J. & Folkman, J. (2022, August 31). Quiet quitting is about bad bosses, not bad employees. Harvard Business Review. https://hbr.
org/2022/08/quiet-quitting-is-about-bad-bosses-not-bad-employees.

Zhang, T., & Rodrigue, C. (2023). What if moms quiet quit? The role of maternity leave policy in working mothers’ quiet quitting behaviors.
Merits, 3(1), 186-205. https://doi.org/10.3390/merits3010012

Istanbul Management Journal, (98): 38–53   53

https://doi.org/10.1002/job.198
https://doi.org/10.1002/job.198
https://
https://doi.org/10.1108/PR-11-2022-0770
https://doi.org/10.1108/PR-11-2022-0770
https://doi.org/10.1093/sw/swac051
https://www.emerald.com/insight/publication/issn/1367-3270
https://doi.org/10.1108/JKM-10-2022-0792
https://doi.org/10.3390/ijerph20166570
https://doi.org/10.26215/tourismos.v8i1.344
https://dergipark.org.tr/en/download/article-file/4163
https://www.insidehighered.com/advice/2022/08/30/quiet-quitting-wont-solve-problem-burnout-academe-opinion
https://www.insidehighered.com/advice/2022/08/30/quiet-quitting-wont-solve-problem-burnout-academe-opinion
https://doi.org/10.1080/15555240.2024.2323636
https://doi.org/10.46291/Al-Farabi.070402
https://doi.org/10.46291/Al-Farabi.070402
https://doi.org/10.33206/mjss.1405854
https://istatistik.yok.gov.tr/
https://doi.org/10.21764/maeuefd.1313367
https://hbr.org/2022/08/quiet-quitting-is-about-bad-bosses-not-bad-employees
https://hbr.org/2022/08/quiet-quitting-is-about-bad-bosses-not-bad-employees
https://doi.org/10.3390/merits3010012

	Introduction
	Conceptual Framework, present study, model, and hypothesis
	Quiet Quitting
	Psychological Climate
	The present study, model, and hypothesis

	Method
	Data Set, Procedure, and Ethics
	Measures

	Results
	Descriptive statistics and correlations

	Conclusion and Discussion
	Contribution to research
	Practical Implications
	Limitations

	References

