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From Quiet Quitting to Work Minimalism:
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ABSTRACT

The concept of quiet quitting has gained attention due to its implications for employee
engagement and productivity. This study examined the relationship between quiet quitting,
work minimalism, employee engagement, and organisational performance using data from 165
respondents across multiple sectors. The findings revealed limited evidence of traditional quiet
quitting, with employees preferring work minimalism by focusing on meaningful tasks while
maintaining work—life balance. High levels of engagement and willingness to contribute extra
effort were observed, particularly when supported by recognition, effective leadership, career
growth opportunities, and work—life balance policies. The results highlight the importance of
supportive management practices in enhancing motivation and organisational performance
and suggest that organisations can reduce disengagement by aligning workplace practices with
employee expectations.

KEYWORDS: Quiet Quitting, Work Minimalism, Employee Engagement, Organizational
Performance and Workplace Behaviour.

Introduction and job satisfaction. Both behaviours
Modern workplaces are experiencing shifts influence employee engagement, a key
in employee attitudes toward work, determinant of organisational performance.

motivation, and productivity. Two emerging

trends are quiet quitting, where employees In higher education and other knowledge-

limit efforts to assigned duties, and work ~ based  organisations, engagement is

minimalism, which emphasises meaningful ~ particularly  important  for  fostering

tasks while avoiding unnecessary activities. innovation, research, and institutional
excellence. Understanding the effects of

While quiet quitting is often linked to quiet quitting and work minimalism can help

disengagement and  burnout, = work  organisations maintain productivity while
minimalism can enhance focus, efficiency, supporting employee well-being.
Cyber Times International Journal of Technology & Management 1
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Objectives of the Study

e To understand the concept of quiet
quitting and work minimalism in the
workplace.

e To examine the level of employee
engagement among respondents.

e To analyse the relationship between
quiet quitting and employee
engagement.

e To evaluate the influence of work
minimalism on  productivity and
engagement.

Limitations of the Study

o Limited sample size.

e Data based on self-reported responses.

e Respondents may belong to different
industries.

e Study conducted within a limited time
period.

Literature Review

Several researchers have examined employee
engagement, motivation, and organisational
performance. Kahn (1990) defined employee
engagement as the physical, cognitive, and
emotional involvement of employees in their
work, influenced by psychological safety,
meaningfulness, and availability. Harter et al.
(2002) found that higher engagement leads to
improved productivity, profitability, and
customer satisfaction. Similarly, Schaufeli
and Bakker (2004) described engagement as
a positive state characterised by vigour,
dedication, and absorption, supported by
recognition, organisational support, and
growth opportunities.

Research by Zenger and Folkman (2022)
suggests that quiet quitting is often linked to
poor leadership, lack of recognition, and
limited  career advancement. = Work
minimalism, which emphasises meaningful
tasks and healthy work boundaries, has been
associated with reduced burnout and greater

efficiency. Newport (2019) noted that
focusing on high-value work improves
productivity and quality, while Saks (2006)
found that perceived organisational support
enhances engagement and employees’
willingness to invest extra effort.

Hypothesis of the Study

H1: Quiet quitting negatively affects
employee engagement.

H2: Work minimalism positively influences
employee productivity.

H3: Higher employee engagement leads to
improved organisational performance.

H4: Employee motivation and managerial
support significantly influence discretionary
work effort.

HS: Employee engagement contributes to the
development of sustainable organisational
excellence.

Hypothesis Testing

Figure 1: Hypothesis Testing

Interpretation of Hypothesis Testing

The findings indicate that employee
engagement plays a central role in
organisational performance. Quiet quitting is
largely linked to poor managerial support,
lack of recognition, and excessive workload,
while  work  minimalism  promotes
productivity, work quality, and well-being
through a focus on meaningful tasks. The
study also confirms that strong engagement,
motivation, and managerial  support
encourage employees to contribute beyond
their basic responsibilities.

Cyber Times International Journal of Technology & Management
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Research Methodology

Research methodology provides a systematic
framework for ensuring reliable and valid
findings. This study investigates the impact
of quiet quitting and work minimalism on
employee engagement and organisational
performance. Using primary data collected
through a structured questionnaire, the
research analyses employee perceptions to
understand how these behaviours influence
productivity, motivation, and organisational
effectiveness.

Data Analysis & Interpretation:

This analysis is based on a sample of 165
respondents.

Age Distribution of Respondents (N = 165)

| M Below 25
2(1.21%)

N M 2535

18 (10.91%)

M Above 60
| 6(4.00%)

M 46-60
94 (56.97%)

~— M 36-45
45 (27.27%)

Figure 2: Age Distribution of Respondent

Interpretation

Most respondents (56.97%) are aged 46—60,
reflecting experienced professionals. The
3645 group comprises 27.27% (45
respondents), while only 10.91% are aged
25-35 and 4% are above 60.

Gender Distribution of Respondents (N = 165)

M Female
24 (14.55%)

B male
141 (85.45%) ~{ B Non-Binary
0 (0%)

0(0%)

Figure 3: Gender Distribution of Respondents

Interpretation

The sample is predominantly male, with 141
respondents (85.45%) and 24 females
(14.55%). Consequently, the findings mainly
reflect male perspectives. Despite their
smaller representation, female respondents
contribute valuable insights into workplace
behaviour and engagement. This gender
imbalance should be considered when
interpreting the results.

Educational Qualification

Educational Profile of Respondents (N = 165)

[ W Undergraduate

| a@am
I Graduate
40/(24.24%)

——| M Post-Graduate
71 (43.03%)

M Doctorate

13(7.88%) | ol
[ Professional |
(ca/ema/es/ —
MBA etc.)

37 (22.42%)

Figure 4: Educational Profile of Respondents

Interpretation

The respondents are highly educated.
Postgraduates form the largest group
(43.03%), followed by graduates (24.24%).
Professional qualifications such as CA,
CMA, CS or MBA are held by 37
respondents (22.42%), while 13 respondents
(7.88%) possess doctoral degrees.

Sector-wise Distribution of Respondents (N = 165)

M Banking & Finance
6 (3.64%)

__| M Govt Service
54 (32.73%)

M Healthcare | -
6(3.64%)
M Education
18 (10.91%)

M 1T & Services |
24 (14.55%)

M Corporate
26 (15.76%)

I Private Service |
31(18.79%) |

Figure 5: Sector-wise Distribution of Respondents

Cyber Times International Journal of Technology & Management
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Interpretation

The respondents are highly educated.
Postgraduates form the largest group
(43.03%), followed by graduates (24.24%).
Professional qualifications such as CA,
CMA, CS or MBA are held by 37
respondents (22.42%), while 13 respondents
(7.88%) possess doctoral degrees.

Experience of RespondentsExperience of
Respondents

Years of Experience

M 1-5 years
/T 6(3.64%)

V"

M Less than 1 year
| 0(0.00%)

M 6-10 years
15 (9.09%)

W Above 20 years
111 (67.27%) |\

M 11-20 years
33 (20.00%)

Figure 6: Year of Experience

Interpretation

The sample primarily consists of experienced
professionals, with 67.27% having over 20
years of experience and 20% having 11-20
years. Only 9.09% and 3.64% reported 610
years and 1-5 years of experience,
respectively, while none had less than one
year.

Attitude towards Work

70

55 56
42
38
32- 30
u o

2 16
- 12

U I . I u
. Iu

Limit work to assigned role Ave ou'l extra rcspons'bihn Maintain clear worklife ~ Focus on high value tasks
and hours

s 88 85 388

@Strongly Disagree  ®Disagree “Neutral ®Agree WStrongly Agree

Figure 7: Attitude towards Work

Interpretation

The responses show little evidence of
traditional quiet quitting. Most respondents
(60%) disagreed with restricting work to
assigned roles and hours, while 77.57% were
willing to take on additional responsibilities
without incentives. At the same time, 47.88%
emphasised maintaining work—life
boundaries. More than half (52.73%)
preferred avoiding unnecessary meetings,
and 77.57% agreed that meaningful tasks
enhance productivity.

Employee Engagement & Org Performance Perception

60 60
50
4 35
30
2 16
10 7 s 6 7 i II
0 ui

Myeggement  Management
e mﬂ lwences my work support encouages
andmm:mm erformance extra effort

:nmm;sih my  effortand  consistentlymees :h.
recommendmy targets and
organisatinasa  maintainshigh productivity
sood workplace,  productiviy. wf fonnance

@ Strongly Disagree  @Disagree “Neutral ®Agree u Strongly Agree

Figure 8: Employee Engagement & Org. Performance Perception

Interpretation

The responses reveal high employee
engagement. Most respondents (72.12%)
feel committed to their organisation, while
72.72% are willing to exert extra effort and
recommend it as a good workplace. Over half
(55.76%)  believe their  organisation
consistently meets targets, and 85.46% agree
it achieves its goals and maintains
productivity. Furthermore, 76.37% believe
motivation and engagement enhance
organisational performance, 72.13%
recognise the impact of engagement on
individual performance, and 73.33% feel
management support encourages additional
effort.

Cyber Times International Journal of Technology & Management 4
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Rank factors influencing work behaviour

54

43 ” 17
3 =
38 37 37
2 -
2 30 30
7 27
» 26 ) 3 2
n 2 21

20
"’ u I I I u

0

Salary ‘Work Life balance Career Growth Recognition

W] M2 W3 EgHS

Figure 9: Rank Factor influencing work behaviour

Interpretation

The ranking results indicate that salary is the
most important motivator, followed by
work—life balance. Career growth is viewed
as moderately important, while recognition
receives mixed importance. Job security is
generally ranked lowest among the factors
considered.

Actions to improve employee engagement

Conduct regular employee feedback surveys [
Enhance and v | 4
Reduce unnecessary workload and meetings | ————
Improve work-life balance policies | ———————
Resegusg and ppreiste eployes contbutions |
Provide career development and training programs
o leadership and mansgerial support |
Introduce performance-based rewards | —
Offer flexible working arrangements [
Provide better salary and financial incentives | ——
0 20 40 60 80 100 120 140

Figure 10: Actions to improve employee engagement

Interpretation

The results identify key strategies for
improving engagement. Better salary and
financial incentives were the most preferred
factor (80.61%), followed by recognition and
appreciation (73.94%) and improved work—
life balance (72.73%). Other important
measures include reducing unnecessary
workload and meetings (68.48%), providing
career development opportunities (66.06%),
enhancing communication and transparency
(65.45%), improving leadership support
(63.03%) and offering performance-based
rewards (62.42%).

Perception about Quiet Quitting (N = 165)

W Ahealthy way to
maintain boundaries W Harmful to
17 (10.30%) 4

B Atemporary
workplace trend
8(4.85%)

| W protectve for
employee mental heaith

30 (18.18%) 14 (8.48%)

I Asignof
poor management
54(32.73%)

Figure 11: Perception about Quiet Quitting

Interpretation

The responses reflect varied perceptions of
quiet quitting. Most respondents viewed it as
a sign of poor management (32.73%) or a
behaviour that harms organisational
performance (25.45%), while 18.18% linked
it to burnout and stress. Only a small
proportion associated it with positive
outcomes such as healthy boundaries or
mental well-being, indicating that quiet
quitting is largely perceived as a significant
workplace concern.

Key Reasons Behind Quiet Quitting (N = 165)

W Job insecurity
2(1.21%)

|
V’\
bt O [
B Personal priorities | M Lack of recognition
ersonal priorities | Dot
12(7.27%) | | ( )
M Lack of career growth| /|
29 (17.58%)

B inadequate salary
& 6(3.64%)

support e‘.l Work overload
38(23.03%) 36 (21.82%)

M Poor managem

Figure 12: Key Reasons Behind Quiet Quitting
Interpretation

The findings show that lack of recognition
(25.45%) 1s the primary factor reducing
employees’ willingness to exert extra effort,
followed by poor management support
(23.03%) and work overload (21.82%). Lack
of career growth (17.58%) also affects
motivation. Personal priorities (7.27%),
inadequate salary (3.64%) and job insecurity
(1.21%) have relatively less influence.

Cyber Times International Journal of Technology & Management 5
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W Higher productivity
31 (18.79%)

of work

( M Improved quality
54 (32.73%)
=" = J

I Better worklife balance
33(20.00%)

B No significant impact
4(2.42%)

B Lower organisational
performance
9 (5.45%)

M Reduced stress levels
34/(20.61%)

Figure 13: Lack of Recognition

Interpretation

The findings show a positive perception of
work  minimalism. Most respondents
(32.73%) believe it improves work quality,
while 20.61% associate it with reduced stress
and 20% with better work—life balance.
Another 18.79%  feel it enhances
productivity. Only a small proportion view it
negatively, with 5.45% linking it to lower
organisational performance and 2.42%
seeing no significant impact.

W Maybe
29 (17.58%)
/j B Yes, definitely |
77 (46.67%)

M Yes, if financial
incentives are provided
18 (10.91%)

W Yes, if career
growth opportunities
are offered
39 (23.64%)

Figure 14: Willingness to increase discretionary effort if properly
rewarded

Interpretation

The findings reveal a high willingness among
employees to exert extra effort when
supported by suitable rewards. While
46.67% would definitely increase their
effort, 23.64% would do so if career growth
opportunities are available, and 10.91% if

financial incentives are offered. About
17.58% were uncertain, whereas only 1.21%
were unwilling.

My level of engagement influences my individual
performance at work.

78
49
50
40
30 21
20 1 p
10
o N H

wStrongly Disagree ®Disagree “Neutral ®Agree WStrongly Agree

Figure 15: My level of engagement influences my individual
performance at work.

Interpretation

The findings indicate a strong positive link
between engagement and performance, with
76.97% of respondents agreeing that
engagement enhances their work
performance. Only 10.31% disagreed, while
12.73% remained neutral.

Management support plays a key role in motivating
employees to go beyond mini exp i

20
0 —Eai

uStrongly Disagree wDisagree wNeutral wAgree wStrongly Agree

Figure 16: Management support plays a key role in motivating
employees to go beyond minimum expectations.

Interpretation

The findings indicate a strong positive link
between engagement and performance, with
76.97% of respondents agreeing that
engagement enhances their ~ work
performance. Only 10.31% disagreed, while
12.73% remained neutral.

Cyber Times International Journal of Technology & Management
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Motivational Drivers and Organisational Barriers
Influencing Employee Behaviour

[ O

Engagement

Extra Effort

Mam Suppor¢ [N O I , :

Recognition Issues

Work Overload

e HEE
Qo uiins [ NI

-50 30 -10 10 30 50 70 90

Employee Motivation Level

—

Perception of Quiet Quitting

Result of Burnout & Stress
18%

Moderately Motivated
(NeutralConditional)

Low Motivation
(Disengaged)
10%

Highly Motivated
(Engaged + Extra Effort)
2%

Healthy
Boundaries
10%
Mental Health

Protection
9%

Harmful to
Performance

. Temporary
\Slrgn of Poor Trend
Management oy

33%

Figure 17: Motivational Drivers and Org. Barriers Influencing
Employee Behaviour

Interpretation

The findings indicate a strong relationship
between motivation, management, and quiet
quitting. Most respondents were engaged
(72.12%) and willing to increase effort
(81.22%), with management support serving
as a major motivator (81.82%). However,
lack of recognition, poor support, and work
overload contribute to disengagement. Quiet
quitting is largely associated with poor
management and burnout, highlighting the

importance of effective leadership in
sustaining  employee  motivation and
performance.

Relationship between Work Minimalism and
Employee Engagement & Performance

‘Work Minimalism vs Engagement & Performance

Meaningful Work

Engagement =

Extra Effort

Efficient Work Practices
Work-Life Balance
Stress Reduction Gap

[ ==
‘Work Overload [ ]
I

Recognition Issues

Employee Engagement & Performance Perception

Neutral
13%

Agree/Strongly Agree
77%

Ay

Disagree
10%

Impact of Work Minimalism

Better Work-Life Balance
20% Higher Productivity

19%

Reduced Stress
21%

Lower Performance
5%

i

Improved Quality of Work
33%

No Impact
2%

Figure 18:Relationship between Work Minimalism and
Employee Engagement & Performance

Interpretation

The findings indicate a positive association
between work minimalism, engagement, and
performance. Most respondents believed that
focusing on meaningful tasks improves
productivity  (77.57%), while 52.73%
preferred avoiding unnecessary meetings.
High engagement levels and willingness to
exert extra effort were also reported, and
76.97% agreed that engagement enhances
performance.

Findings of the Study

The analysis highlights key trends in
employee behaviour and engagement among
a largely experienced workforce. The
findings show limited evidence of traditional
quiet quitting, with respondents favouring
meaningful work, fewer unnecessary
meetings, and better work—life balance.
Employee engagement was high and closely
linked to performance, while management
support emerged as a key motivator. Salary,
work—life balance, career growth,
recognition, and transparent communication
were identified as important engagement
factors.

Quiet quitting was mainly associated with
poor management, burnout, and
organisational challenges, whereas lack of
recognition, inadequate  support, and
excessive workload discouraged extra effort.
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In contrast, work minimalism was viewed
positively for improving work quality,
reducing stress, and supporting work—life
balance.

Discussion

The findings suggest that employees favour a
balanced and purposeful approach to work
rather than disengagement, focusing on
meaningful tasks while maintaining work—
life boundaries. Employee engagement was
strongly associated with higher productivity
and organisational performance.

Managerial support emerged as a key factor
influencing engagement, whereas lack of
recognition, weak leadership support, and
excessive workload contributed to reduced
discretionary effort. Employees were also
more willing to contribute beyond their
required duties when offered fair rewards,
career development opportunities, and a
supportive work environment.

Limitations of the Study

The study has several limitations. The
sample size and focus on selected industries
may limit the generalisability of the findings.
The predominance of male and highly
experienced respondents may not fully

represent  other demographic  groups,
particularly younger employees.
Additionally, the wuse of self-reported

questionnaire data may introduce personal
bias and subjective interpretation.

Conclusion

The study examined the impact of quiet
quitting and work minimalism on employee
engagement and organisational performance.
Supportive leadership, recognition, and
career development opportunities were
identified as key factors in enhancing
engagement
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