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Abstract

The phenomenon of quiet quitting describes a phenomenon where employees only fulfill tasks according to job
descriptions without taking further initiative, as a response to changes in social values and expectations of the
workplace. This study explores the phenomenon of quiet quitting in the context of changes in the professional
ethos of Generation Z with a sociological approach. The results of the study indicate that quiet quitting is not only
related to burnout or exhaustion, but also a reflection of the mismatch between employee expectations and work
reality. Generation Z prioritizes work-life balance, mental health, flexibility, and inclusivity, which is in contrast
to a work culture that prioritizes excessive hard work. In this context, alienation theory suggests that lack of
recognition, control, and meaning in work can trigger quiet quitting behavior. This study proposes that
organizations need to adjust their policies and leadership styles to create a work environment that is more
supportive of employee well-being and engagement, which in turn will improve performance and loyalty to the
company
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1. Introduction

Quiet quitting refers to a phenomenon in which employees actively choose to fulfill only the
duties listed in their job description, without taking the initiative to do additional work or volunteering
to go beyond the call of duty. This phenomenon focuses on meeting the minimum expectations of the
job, with the primary goal of maintaining employment status without sacrificing personal well-being.
This phenomenon arises in response to several social and organizational factors that play a role in
shaping this behavior, such as demanding working conditions and lack of appropriate rewards or
compensation. Quiet quitting is not only related to exhaustion or burnout, but also reflects a shift in the
values and expectations that employees have about the world of work.(Rahmadara & Rachmawati,
2025; Safariyani & Fadillah, 2025; Serenko, 2023).

The phenomenon of quiet quitting can be influenced by various factors, including burnout and
exhaustion due to excessive workload. Many employees feel burdened by demands that do not match
the rewards or awards received, so they begin to reduce their involvement in the workplace (Serenko,
2023; Safariyani & Fadillah, 2025). In addition, dissatisfaction with the poor communication system
between employees and management also worsens the atmosphere, creating feelings of alienation that
lead to decisions to reduce work effort. Other factors that play a role are perceived injustice in the
workplace and the failure of management to provide effective inspiration and leadership. Overall, this
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phenomenon reflects a mismatch between employee expectations and the realities of the work
world they face.(Caldwell & Mahand, 2023; Naim et al., 2025).

Understanding the changing professional ethos of Generation Z is crucial as they bring new
values that impact the dynamics of the workplace, such as mental health, inclusivity, and a clear sense
of purpose, as well as a desire for frequent feedback. Generation Z also emphasizes flexibility, work-
life balance, and the adaptation of technology to the workplace.(De Castro Neves, 2025; Dhawan,
2025). Today, they are starting to take leadership roles and drive change in traditional leadership models
with a focus on sustainability and emotional intelligence.(Nedelko & Cresnar, 2020). While challenges
such as high turnover and value differences with previous generations exist, they offer great
opportunities for innovation and the creation of a more adaptive and inclusive work culture.
Organizations that can adapt their policies and leadership styles to the values of Generation Z will be
more successful in attracting and retaining young talent.(Handoyo et al., 2025).

The phenomenon of quiet quitting—where employees simply work according to their contract
without any extra effort—can be understood as a response to social changes and new values in the
workplace. This shift is driven by cultural changes, the expectations of the younger generation, and the
impact of the pandemic that emphasizes the importance of work-life balance and a rejection of an overly
competitive work ethic. Cross-country studies show that quiet quitting arises from a complex interaction
between cultural norms, institutional changes, and individual coping mechanisms for modern work
pressures.(Georgiadou et al., 2025; Hamouche et al., 2023).

The concept of alienation, as proposed by Marx, is very relevant to understanding quiet quitting.
Employees who feel unrecognized or experience a breach of their psychological contract tend to
withdraw emotionally and functionally from their work.(Flenady & Corbin, 2024; Geng et al., 2025).
Axel Honneth's recognition theory highlights that lack of recognition at work drives individuals to seek
meaning and appreciation outside of work, so that quiet quitting becomes a form of compensation for
feeling unappreciated (Flenady & Corbin, 2024). Burnout, conflict, and organizational injustice also
reinforce this tendency for alienation and withdrawal behavior (Donald et al., 2024; Geng et al., 2025;
Naim et al., 2025). In addition, social values, especially those held by the younger generation, shape a
work ethic that emphasizes work-life balance, mental health, and organizational justice rather than
unconditional loyalty to the company. This shift in values is reflected in the rejection of the expectations
of the "entreprencurial ethic" that demands excessive emotional involvement in work.

The main objective of this study is to explore the phenomenon of quiet quitting in the context of
the changing professional ethos of generation Z and provide a deeper sociological perspective. This
study aims to understand how new values brought by generation Z, such as work-life balance, mental
health, and adaptation to technology, affect their behavior in the workplace, and how these factors
contribute to the phenomenon of quiet quitting. The results of this study are expected to provide clearer
insights into the dynamics of the changing world of work, and how organizations can adjust their
policies and leadership to attract and retain young talents from generation Z, who have different hopes
and expectations than previous generations.

2. Method

This research uses a library research method developed by Zed(2008)in his book "Literature
Research Methods". This method was chosen because it is in accordance with the characteristics of the
study which aims to analyze the phenomenon of quite quitting from a sociological perspective through
in-depth theoretical and conceptual studies. Literature study is a study conducted by collecting,
analyzing, and interpreting secondary data from various literature sources such as books, scientific
journals, articles, research reports, and other academic publications that are relevant to the research
topic. In the context of this study, the literature sources used include theories of sociology of work,
literature on generation Z, previous studies on changes in work ethic, and empirical data that have been
published related to the phenomenon of quite quitting in various countries and industries.
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The data collection process was carried out through a systematic search of relevant literature using
keywords such as "quite quitting", "generation Z", "work ethic", "industrial sociology", and "work
culture change" in various academic databases such as Google Scholar, ResearchGate, JSTOR, and
other digital libraries. Data analysis was carried out using content analysis techniques to identify
patterns, main themes, and relationships between concepts that emerged from the literature reviewed.
This study also uses a descriptive-analytical approach to describe the phenomenon of quite quitting
comprehensively and analyze it from various sociological perspectives, including generational theory,
social change theory, and sociology of work theory. The validity of the study was ensured through
source triangulation, namely by using various types of literature from different authors and perspectives
to obtain a holistic and objective understanding of the phenomenon being studied.

3. Results

The phenomenon of quiet quitting is a topic that is increasingly attracting attention in the
workplace, especially in the context of social changes affecting Generation Z. In this study, quiet
quitting is explained as the attitude of workers who only fulfill tasks according to their job descriptions,
without taking further initiative or being emotionally committed to the job. The results of the study
indicate that this phenomenon is influenced by various social, cultural, and organizational factors that
create a mismatch between worker expectations and the reality of the workplace, especially for
Generation Z. This phenomenon not only reflects problems related to burnout or excessive work
demands, but is also a response to changing values and expectations that are developing in the
workplace.

Changes in Work Ethic in Generation Z

Generation Z brings new values that influence the dynamics of the workplace, such as the need for
work-life balance, mental health, flexibility, and the importance of inclusivity and clear goals. These
values are directly related to their attitudes towards the workplace and their involvement in their work.
Unlike previous generations who focused more on loyalty and more competitive career achievements,
Generation Z prioritizes personal satisfaction and a more balanced quality of life between work and
personal life.(De Castro Neves, 2025; Dhawan, 2025).

In Generation Z, the quiet quitting phenomenon emerged as a response to changing expectations
about work. They no longer feel the need to sacrifice personal well-being in order to achieve high
standards at work. Instead, they seek to maintain jobs that allow them to maintain a balance between
their personal life and career. Previous studies have shown that Generation Z is more likely to value
their work based on personal satisfaction and emotional well-being, rather than solely pursuing financial
success.(Handoyo et al., 2025; Smith & Nichols, 2024). They are demanding that workplaces provide
support for mental health and allow them to work more flexibly.(Krasulja & Vasiljevi¢-Blagojevié,
2024; Nguyen & Vu, 2025).

This shift in values also reflects a rejection of the workaholic culture that prioritizes live to work,
where work often comes at the expense of employees’ personal lives and mental health. Employees
who identify with Generation Z values prefer to work in an environment that supports diversity,
inclusion, and recognition for their achievements, rather than simply getting a paycheck and a
promotion without any appreciation or emotional involvement.

The Influence of Social Change Theory in the World of Work

Social change theory suggests that changes in social and cultural structures, including in the
workplace, influence individuals’ perspectives and behaviors toward work. The influence of
globalization, technological advances, and shifts in social values have contributed to the formation of a
Generation Z work ethic that prioritizes well-being and flexibility. Quiet quitting as a phenomenon that
occurs among Generation Z can be understood as the result of the interaction between cultural norms
that prioritize work-life balance and changes in organizations that are less able to adapt to these new
values (Serenko, 2023; Naim et al., 2025).
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A cross-country study conducted by Zhong et al. (2023) shows that the phenomenon of quiet
quitting arises due to the mismatch between the demands of the world of work and the values upheld
by Generation Z. In this case, the shift in work culture and expectations for more flexible and humane
work have driven the emergence of this phenomenon. Based on research conducted by Hamouche et al.
(2023), individuals who feel that their work is no longer meaningful or is not appreciated in the
organization will tend to withdraw psychologically from their work, which ultimately leads to quiet
quitting.

Alienation Theory in the Context of Quiet Quitting

The theory of alienation, expressed by Karl Marx, is very relevant in understanding the
phenomenon of quiet quitting. Alienation occurs when individuals feel separated from their work,
organizational goals, or even from themselves. This condition arises when workers feel they have no
control over their work, feel that the work is meaningless, or lack social support from coworkers or
superiors. The decrease in emotional involvement caused by this alienation can lead to quiet quitting
(Flenady & Corbin, 2024).

Alienation dimensions such as feeling unappreciated and having no control over work can worsen
the psychological condition of workers. Employees who feel alienated tend to reduce their efforts at
work and only focus on fulfilling basic tasks without engaging emotionally or showing more initiative.
Quiet quitting does not only occur as a reaction to excessive workload, but is also the result of a deep
sense of alienation at work, where employees feel unappreciated or have no meaning in their work.

Engagement and Motivation in the Workplace

In this study, it was found that alienation and quiet quitting are interrelated with decreased
employee engagement at work. Employees who feel emotionally uninvolved or do not receive
recognition from the organization will lose their motivation to try harder. In contrast, employees who
feel valued, have autonomy in their work, and work in an environment that supports their mental well-
being will be more motivated to make greater contributions (Chaudhry, 2024; Palaz & Karabulut, 2023).

The importance of psychological empowerment and increasing social support in the workplace is
also very relevant in preventing quiet quitting. When organizations provide opportunities for employees
to feel ownership of their work and support their mental well-being, their engagement will increase,
which in turn can improve performance and loyalty to the company. Therefore, one of the efforts that
organizations need to make is to create an inclusive work environment and support employee
development.

Implications for the World of Work

The phenomenon of quiet quitting reflects the mismatch between employee expectations and the
reality of the work world they face. Therefore, to reduce this phenomenon, organizations need to adjust
their HR policies to the values upheld by Generation Z, such as work-life balance and attention to mental
health. Organizations that successfully create an environment that supports employee flexibility,
recognition, and well-being will be able to attract and retain the best talent from Generation Z (Aggarwal
et al., 2020; Handoyo et al., 2025).

Quiet quitting is not just an individual phenomenon, but a phenomenon that reflects major changes
in the world of work. Changes in social values, expectations of work, and lack of recognition and
organizational involvement play a major role in shaping this phenomenon. Therefore, it is important for
organizations to understand the changing professional ethos that is happening to Generation Z and
adjust their policies and leadership styles to create a more inclusive, flexible and supportive work
environment for employee well-being.
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4, Conclusion

The quiet quitting phenomenon among Generation Z reflects a profound shift in work ethics influenced
by social, cultural, and organizational factors. Generation Z, who place greater emphasis on work-life
balance, mental health, and inclusivity, has shown a rejection of the culture of overwork that often leads
to burnout. This phenomenon is not only a response to exhaustion or work pressure, but also a reflection
of the mismatch between employee expectations and the realities of the workplace. Alienation theory
helps explain how job dissatisfaction, feelings of being unappreciated, and lack of autonomy can lead
individuals to emotionally withdraw, leading to quiet quitting. Employees who feel alienated tend to do
the bare minimum, without further involvement. Organizations need to understand this shift in values
and adjust their policies and leadership styles, by creating a flexible work environment, supporting well-
being, and recognizing employee contributions. This will help attract and retain Generation Z talent,
and increase their engagement and performance. Therefore, this change in the workplace requires a
more adaptive and humane approach from organizations to stay relevant to the needs of the new younger
generation
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