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Abstract: The workplace is expected to foster a shared sense of common 
objectives and direction among employees in order to encourage emotional 
bonding and promote high levels of engagement, rather than engaging in covert 
tit-for-tat strategies between employers and employees. This study aims to 
examine the effects of quiet firing on quiet quitting as covert workplace tactics. 
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The results indicate that quiet firing exerts a significant positive influence on 
quiet quitting, and that social capital functions as a negative mediator in the 
relationship between quiet firing and quiet quitting. This study extends the 
emerging literature by providing an empirical examination of the relationship 
between quiet firing and quiet quitting, while identifying the mediating role of 
social capital. Thereby, it advances understanding of the mechanisms through 
which organisational practices influence employee withdrawal behaviours and 
offers evidence from the underexplored context of the Iranian oil, gas, and 
petroleum industry. 

Keywords: economic growth; social capital; quiet firing; developing countries; 
gas and petroleum industry. 
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1 Introduction 

When the COVID-19 pandemic swept through every aspect of society, the realm of work 
was no exception to its effects. Within the chaos of the pandemic, a new trend known as 
‘quiet quitting’ began to surface in workplaces. This intriguing concept was brought to 
light by the media and soon caught the attention of researchers, leading to analysis of its 
consequences (Formica and Sfodera, 2022). When younger employees began to quietly 
quit their jobs, discussions arose among employers and millennials alike. Employers 
viewed it as neglectful behaviour, while the younger generation saw it as simply fulfilling 
their contractual obligations (Atalay and Dağıstan, 2024; Richardson, 2023). New 
findings suggest that a large number of workers are reducing their work responsibilities, 
sparking conversations about the implication of quiet quitting (Formica and Sfodera, 
2022; Hare, 2022). According to a recent Gallup survey, more than half of American 
employees are quietly disengaging, particularly impacting women and younger staff 
members who face restricted chances for advancement and a lack of meaningful 



   

 

   

   
 

   

   

 

   

   4 E. Rajabpour et al.    
 

    
 
 

   

   
 

   

   

 

   

       
 

relationships in the workplace (Constantz, 2022). Therefore, characterising quiet quitting 
as a calibrated contribution, suggesting that employees are aligning their efforts with 
perceived rewards, or disengaging as a coping mechanism for stress, and burnout in the 
workplace (Richardson, 2023). 

Engaging employees is essential in addressing the issue of quiet quitting, and it 
heavily relies on the implementation of effective management practices. According to an 
article in the Harvard Business Review, management plays a significant role, accounting 
for 70% of the variation in employee engagement. When management is ineffective, it 
becomes closely associated with quiet quitting, resulting in higher levels of 
disengagement among employees. Considering the significant role of managerial 
behaviour, organisations should focus on improving leadership practices to create highly 
engaged teams. 

With the developing trend of quiet quitting in the business world getting the light of 
attention, a new concept emerges, that of quiet firing. This occurs when employers create 
unhealthy working environments, manipulatively pushing their workers to resign 
voluntarily (Ellera et al., 2023; Dai et al., 2023). In contrast to quiet quitting, where 
workers silently withdraw themselves due to the feeling that they are not valued, quiet 
firing involves deliberate actions by employers to indirectly terminate employment 
(Ellera et al., 2023), a tit-for-tat game with no risk of direct confrontation (Formica and 
Sfodera, 2022). Nevertheless, to address the problem of quiet quitting, managers do not 
need to resort to the understated approach, but rather they can work with the aspects of 
social capital. The strategy fosters active participation besides strengthening the bonds 
within the organisation (Ali et al., 2022). As researchers emphasise (Chang, 2017; 
Nahapiet and Ghoshal, 1998), social capital fosters a cooperative atmosphere at the 
workplace, which enhances a smooth flow of communication and effective social 
interaction. Such relationships can result in cooperation and less responsibility to 
monitor, which relieves the pressure of working (Muniady et al., 2015). In addition, 
social capital is not limited to environments; it affects social exchange patterns and 
organisational behaviour (Nahapiet and Ghoshal, 1998; Arregle et al., 2007). 

In the same line of thought, our study hypothesises that social capital is a significant 
mediator between the relationship between quiet firing and quiet quitting. Social capital 
enables the promotion of desirable behaviours and the creation of essential resources 
including competence and a sense of belonging by enhancing the positive workplace 
environment (Anser et al., 2021; Chang, 2017; Lau and Cobb, 2010). Besides, it also 
works within the context of the crossover model, in which the stress and engagement of 
one person can affect the other in the same social group, and thus it has the potential to 
affect organisational dynamics (Bolger et al., 1989; Westman, 2001). 

Given the critical role of petroleum and natural gas in meeting global energy demand 
– accounting for approximately 45% and 25%, respectively – the oil and gas industry 
exerts a substantial influence on international affairs and economic planning. Numerous 
petrochemical products rely on this sector, making it an integral component of daily life 
(Vasudevan et al., 2026). Consequently, the phenomenon of quiet quitting, which has 
been estimated to cost the global economy as much as US$9 trillion annually – equivalent 
to roughly 9% of world GDP (Clifton, 2023) – cannot be overlooked in this industry. 
Therefore, this paper seeks to explore its effects in the Iranian oil, gas, and petroleum 
industry. Iran is among the most prolific crude oil and natural gas producers in the global 
community, which is why this country is the right place to discuss the outcomes of quiet 
quitting (Hosseini and Stefaniec, 2019). In the southern part of the Iran where a lot of 
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efforts are made to contribute to the national as well as the global economy, our study 
aims to enlighten the large-scale consequences of the quiet quitting in this crucial 
industry. Moreover, this research explores the usefulness of introducing the concept of 
quiet firing as a management technique used by employers to manage the issue of quietly 
quitting employees. In addition, the paper examines the potential of quiet quitting to 
become a massive industrial action in working environments that have strong social 
networks. This analysis is very crucial to organisations that want to be able to understand 
the factors that lead to collective behaviour among their employees. This study provides 
important information that can be used to shape organisational procedures in creating a 
cordial working environment and reducing the risk of employee discontent by 
illuminating the role of social capital in enhancing the likelihood of collective action. 

Scholars have suggested that quiet quitting resembles low job engagement and 
diminished job satisfaction (Anand et al., 2024; Atiku et al., 2025). However, because 
QQ and quiet firing (QF) are relatively new constructs, their interrelationship has not yet 
been thoroughly examined in the academic literature. Accordingly, this study seeks to 
enhance researchers’ understanding of how QQ and QF can be empirically measured and 
practically applied. More specifically, the paper aims to develop and validate 
measurement scales for QQ and QF to facilitate future research into these phenomena. 
Although quiet quitting (QQ) and quiet firing (QF) have received considerable attention 
in the popular press, scholarly discussions of these phenomena remain limited. To 
address this gap, a scoping review was conducted, involving searches across multiple 
databases to gather relevant information from credible sources in both the popular media 
and academic literature. 

Given the limited empirical research on this topic, the present study advances several 
rationales for its investigation. First, quiet quitting (QQ) and quiet firing (QF) may 
fundamentally reshape the employee–employer relationship by reconfiguring the 
psychological contracts that underpin it. Second, this study contributes to the 
organisational, managerial, and human resource management (HRM) literature by 
developing a theoretically grounded and empirically validated measure of QQ and QF. 
Third, the findings are expected to assist HR practitioners, line managers, and senior 
executives in assessing a distinct dimension of employees’ experiences, complementing 
routinely administered measures of engagement, job satisfaction, and turnover intention. 
Fourth, the study extends existing knowledge by positioning social capital as a mediating 
mechanism linking quiet firing to quiet quitting. By demonstrating that higher levels of 
social capital attenuate the adverse effects of quiet firing on employees’ withdrawal 
behaviours, the research offers deeper insight into the organisational processes through 
which quiet firing shapes employee outcomes. Finally, the study provides contextual 
evidence from Iran’s oil, gas, and petroleum sector, an underexamined setting in the QQ 
and QF literature. Investigating these phenomena within a collectivist cultural context 
and a strategically vital industry broadens the generalisability of existing theories and 
enhances the external validity of the findings. To clarify and operationalise these 
constructs, the subsequent sections review the relevant literature on QQ and QF, outline 
the methodology employed in scale development, and present directions for future 
research. 
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2 Literature review 

2.1 Quiet firing and quiet quitting 

The idea of ‘quiet quitting’, which refers to a situation in which workers continue to carry 
out their official duties while purposefully avoiding extra-role activities or discretionary 
efforts, has become popular in the workplace (Annasihi and Syaebani, 2026). Employees 
who are less productive and disengaged from work are often called ‘quiet quitters’ 
(Anand et al., 2024). Quiet quitting represents a significant and increasingly prevalent 
concern in contemporary workplaces (Campton et al., 2023; Hamouche et al., 2023; 
Kachhap and Singh, 2024). Quiet quitting reflects a growing trend of diminished work 
motivation among employees (Anand et al., 2024). It constitutes a form of workplace 
disengagement wherein employees intentionally limit their efforts to the minimum 
requirements of their roles to avoid termination (Talukder and Prieto, 2025). This 
behaviour involves performing only the essential duties stipulated in their job 
descriptions, deliberately refraining from any additional or discretionary contributions 
(Atiku et al., 2025). Consequently, quiet quitters remain employed but cease volunteering 
for additional responsibilities or engaging in activities that demonstrate strong job 
commitment, such as arriving early, staying late, or actively participating in meetings 
(Kachhap and Singh, 2024). Hence, quiet quitting occurs when individuals do the 
minimum amount of work required to avoid being fired, do not ‘go above and beyond’ 
the job requirements and/or are emotionally disengaged from work (Masterson, 2022). 

In this approach, individuals fulfil all existing contractual obligations without 
extending their efforts beyond these parameters. The primary motivation behind this 
behaviour is to preserve their current employment status, with organisational objectives 
taking a backseat to personal well-being (Serenko, 2024). While definitions of quiet 
quitting differ, they all have one thing in common the employee does not literally quit 
one’s job but rather limits his/her activities to what is expected of the position and 
contractually agreed upon without going the extra mile (Scheyett, 2023; Hamouche et al., 
2023; Boy and Sürmeli, 2023; Detert, 2023). Research regarding quiet quitting is divided, 
some think quiet quitting is a brand-new concept, while others argue that the only thing 
new about quiet quitting is, that it is no longer quiet. It has become loud and clear, and 
more people in increasing numbers are talking about it in the public fora. While it closely 
resembles collective industrial action like ‘work to rule’ and ‘acting your wage’ 
mechanisms unions in the past utilised to protest against the injustices in the workplace 
collectively, in its contemporary form quiet quitting resonates with younger generations 
and it has an individualistic psychological withdrawal connotation in it, employees resort 
to quiet quitting due to lack of wellbeing, burnout, extrinsic motivation, grudges against 
the managers and organisations in the workplace as well as unhealthy work environment 
(Serenko, 2024; Hamouche et al., 2023; Atalay and Dağıstan, 2024; Mohammadi et al., 
2024). As per Gallup’s global workforce survey in 2022, only 33% of employees were 
engaged in the workplace, and the remaining 67% were either disengaged or actively 
disengaged in the workplace. It shows at least half of the workforce are disengaged which 
translates as quiet quitters, therefore it is a matter of great concern, regardless of which 
viewpoint is taken on quiet quitting, it has a tremendous effect on individuals, businesses 
and the economy as a whole (Yıldız, 2023; Campton et al., 2023). 

Like ‘quiet quitting’, ‘quiet firing’ has also emerged in the workplace. Quiet firing is 
similar to quiet quitting in that the distancing and the potential separation between the 
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employer and employee are not communicated directly. They are also similar in that they 
are currently popular terms on social media and closely resemble other well-known 
organisational practices. However, QF is different from QQ in that it is an  
employer-driven behaviour (Anand et al., 2024). Quiet firing refers to passive-aggressive 
actions by management that create unfavourable working conditions, indirectly 
encouraging employees to resign (Annasihi and Syaebani, 2026). Quiet firing occurs 
when an employer intentionally creates a negative work situation, leading employees to 
resign (Ellera et al., 2023). QF can be referred to as a form of employers’  
passive-aggressive behaviour, such as nurturing a non-supportive work environment and 
subtly encouraging voluntary resignations (Atiku et al., 2025). Quiet firing describes 
managers’ negligence or failure to provide sufficient coaching, support, and career 
advancement to employees to squeeze them out of the organisation (Ellera et al., 2023). 
Examples of quiet firing practices include increasing employees’ workloads and tasks, 
restricting their participation in new projects, and impeding their access to career 
promotions (Nunes and Pimenta, 2024). Empirical evidence by Othman et al. (2025) 
confirms that quiet firing significantly influences quiet quitting behaviour. Similarly, 
Annasihi and Syaebani (2026) reported that quiet firing has a significant positive effect 
on quiet quitting. Therefore, the following hypothesis is proposed: 

H1 Quiet firing has a significant positive impact on quiet quitting. 

2.2 Quiet firing and social capital 

There are various signs that a manager might be quietly letting go of an employee, such 
as altering work responsibilities (like shifting important tasks to others or changing job 
descriptions), making changes to compensation (such as pay cuts or withholding 
bonuses), adjusting working conditions (like changing hours or increasing workloads), 
and altering communication with the employee (like avoiding discussions about career 
growth or giving unfair evaluations) (Sartori et al., 2026). These outcomes could be a 
direct result of the gig economy. An increasing number of American workers are no 
longer engaged in traditional ‘jobs’ that involve a lasting commitment to a single 
company. Instead, they are engaged for short-term ‘gigs’ under ‘flexible’ arrangements as 
‘independent contractors’ or ‘consultants,’ working solely to fulfil a specific task or for a 
set period, with minimal connection to their employer, akin to that between a consumer 
and a specific brand of soap or potato chips. 

While some view the emergence of this ‘gig’ economy as a reflection of the desires of 
a more entrepreneurial generation, it is more probable that it is motivated by businesses’ 
desires to reduce wages and benefit expenses during economic downturns, as well as to 
minimise their exposure to unjust dismissal lawsuits (Friedman, 2014; Healy et al., 2017), 
Many platforms utilise contractual agreements with workers in order to circumvent 
expenses related to employment and transfer financial risks to the workers (Cherry, 
2015). The gig workers in high-income countries often face precarious employment 
conditions that can have detrimental effects on their health. This is also true for the 
majority of digital economy workers who are exposed to such conditions. Some people 
might argue that digital platform workers represent a specific social group or that they do 
not belong to any social group (Muntaner, 2018). The traditional social capital is 
experiencing significant challenges in the dynamic nature of the gig economy, where 
there are short-term commitments and temporary employment arrangements. As more 
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people are engaged in independent and flexible work, the social cohesiveness and mutual 
trust that come with social capital are slowly being destroyed (Muntaner, 2018; Wood  
et al., 2019). 

Managers in a conventional workplace can use a number of methods to fire 
employees in a subtle manner, which eventually leads to a loss of social relationships. 
This may be so because, as businesses are tightening their belts, they will consider cutting 
the number of employees. Nevertheless, mass layoffs are dangerous and expensive, and 
the managers employ a less obvious method. They can also start by locking out an 
employee during significant meetings, projects, or decisions, thus reducing social 
interactions and creating an isolationist feeling. In addition, the managers can give out 
less feedback, coaching, or guidance, which prevents the professional development of the 
employees and makes them feel underestimated. Delegation of duties will send a signal 
of no trust or confidence to the employee, and this may affect their social status in the 
organisation. Negative performance reviews or feedback also led to a destroyed 
reputation and relationship. Besides, the participation in the behaviour of isolation, such 
as rumours or the development of a negative workplace atmosphere, may lead to the 
deprivation of social support and relationships (Sartori et al., 2026; Gallup, 2022). In this 
way, it is clear that the inconspicuous dismissal might lead to a negative influence on the 
social capital. Therefore, based on the empirical evidence, this study formulates the 
following hypothesis: 

H2 Quiet firing has a significant negative impact on social capital. 

2.3 Social capital and quiet quitting 

Social capital is a multifaceted phenomenon that comprises different aspects, including 
structural, relational, and cognitive aspects. Various writers have emphasised on various 
aspects of this complex phenomenon. The term was applied originally in community 
studies to underscore its significance in the operation and sustenance of the 
neighbourhoods within cities. The social capital theory states that networks of 
relationships are useful social resources like economic resources (Nahapiet and Ghoshal, 
1998; Bourdieu, 1986). Among the central theses of the social capital theory, one may 
distinguish the fact that it allows achieving the goals that would not be possible or would 
be more expensive to reach. Social capital is unlike other types of capital because it is a 
collective possession of the members and there are no exclusive rights to it (Nahapiet and 
Ghoshal, 1998; Burt, 1997). This implies that managers have difficulties in detecting and 
isolating those individuals who might be losing interest in an organisation. Social groups 
can be easily used to disseminate information and this may destabilise an already 
worsening workplace environment (Kelly et al., 2025). 

It has already been demonstrated in the previous studies that social capital can affect 
the job satisfaction of employees either directly or indirectly (Hameed et al., 2022). It 
also relates to psychological capital and the mental condition of people and eventually 
affects their job satisfaction (Edinger and Edinger, 2018). It has also been determined that 
social capital is a strong predictor of turnover intention among employees and is 
mediated by job burnout and job satisfaction (Zhang et al., 2022). Thus, the third 
hypothesis is suggested, which assumes that social capital can reduce quiet quitting. 
When people feel that they are supported and related to one another, they become less 
determined to silently resign their duties and obligations. Social capital develops a 
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positive climate in which employees will be more willing to face challenges, demonstrate 
the desire to go out of their way, and offer support to their colleagues and management. 
Accordingly, this study formulates the following hypothesis based on the existing 
empirical evidence: 

H3 Social capital has a significant negative impact on quiet quitting. 

2.4 Social capital as a mediator 

The social capital, which includes socialising, trust, and reciprocity, is important in 
protecting and improving health through an increased feeling of control. Poorer people 
are more likely to use social capital to develop and maintain a sense of control because of 
their limited access to monetary means (Han et al., 2023). As one of the most important 
factors defining the quality of life, social capital provides people with the resources and 
support they need to enhance their general well-being. Consequently, in order to enhance 
the quality of life within organisational settings, practitioners and managers may 
concentrate on cultivating social networks and relationships among employees, while 
ensuring equitable access to resources for all individuals (Nutakor et al., 2023). 
Moreover, there exists a moderate correlation between social capital and career 
engagement (Sou et al., 2022). Recent research on social capital consistently indicates 
that augmenting employees’ well-being and job satisfaction in the workplace leads to 
reduced levels of burnout and disengagement (Nutakor et al., 2023; Hameed et al., 2022; 
Zhang et al., 2022; Sou et al., 2022). According to a Gallup report, disengagement in the 
workplace is akin to quiet quitting, and fostering social capital can also help mitigate 
signs of a toxic work environment (Jenkins and Fredrick, 2017). Consequently, the fourth 
hypothesis is proposed. Collectively, the reviewed literature and proposed hypotheses 
form the basis of the conceptual framework presented in Figure 1. 

H4 The indirect impact of quiet firing on quiet quitting is negatively mediated by social 
capital. 

Figure 1 Conceptual framework 

 

 

 

 

Quiet firing 

Social capital 

Quiet quitting 

 

3 Research method 

The study focused on employees in the southern region of the Iranian oil, gas, and 
petroleum industry. Due to the impact of the COVID-19 pandemic, the industry 
experienced significant challenges such as increased costs, decreased revenue, delayed 
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deliveries, and failure to meet contractual obligations (Razavi et al., 2022). Consequently, 
there is a high likelihood of employees being quietly fired or quietly quitting within this 
industry. In order to collect data, a survey was conducted within the oil, gas, and 
petroleum industry in the southern part of Iran, where approximately 80 companies were 
operating. Data was collected using a Google form between 10 September 2023 and 10 
December 2023, with a simple random sampling method. The human resources 
departments of 67 of these companies were first approached by the researchers to enable 
them to distribute the questionnaires. During the survey process, 800 questionnaires were 
given out. In December, a reminder was sent to elicit responses. In the end, 500 
questionnaires were filled out and returned, and 410 of them were viewed as valid 
enough to be analysed, which resulted in a response rate of 51.25. 

The distribution of the respondents is that of a male-dominated industry, due to the 
fact that 93.7% of the people involved are male. Additionally, 92% of the respondents 
were below the age of 40 years. The majority of participants held a master’s degree and 
had between 5 and 10 years of work experience in the industry (refer to Table 1 for more 
details). The questionnaire utilised a five-point Likert scale, with 1 representing ‘totally 
disagree’ and 5 representing ‘totally agree’. Three questionnaires were used to collect 
data in this study. Quiet firing was measured using a questionnaire developed by Anand 
et al. (2024), consisting of seven questions. Sample items from this questionnaire include 
statements such as “my manager/supervisor has increased my workload, but there has 
been no raise or increase in pay” and “my manager/supervisor has shown less interest in 
my career trajectory/development.” The measurement of social capital was adopted from 
the model proposed by Nahapiet and Ghoshal (1998), which consisted of 12 questions. 
Sample items from this questionnaire include statements such as “my colleagues in the 
company critique each other in a healthy and constructive manner” and “employees share 
information, ideas, and other resources to accomplish their tasks.” The instrument for 
measuring quiet quitting was developed by the authors, drawing inspiration from the 
work of Harter et al. (2002) and Maslach and Jackson (1981). Example questions from 
this instrument include statements such as “I feel emotionally drained by my work” and 
“I don’t have the necessary materials and equipment I need to do my work right in the 
company.” Data analysis was performed employing SmartPLS 3.2.8 and IBM SPSS 26. 
Table 1 Profile of respondents 

Gender Frequency VP CP 
Male 384 93.7 93.7 
Female 26 6.3 100.0 
Total 410 100.0  
Age Frequency VP CP 
Less than 30 years 45 11.0 11.0 
30–40 years 332 81.0 92.0 
40–50 years 33 8.0 100.0 
Total 410 100.0  

Notes: VP = valid percent; CP = cumulative percent. 
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4 Data analysis and results 

4.1 Measurement model 

The measurement model serves to establish the relationship between the indicators and 
the constructs (Osman et al., 2024) (Figure 2). This section plays a crucial role in 
evaluating the reliability and validity of the instruments. During the examination of the 
measurement model, indicators with low factor loadings (below 0.5) were removed from 
the study (Hair et al., 2016). As a result, no item was excluded from data analysis. The 
first aspect that needs to be addressed when assessing the measurement model is 
reliability, which is determined by Cronbach’s alpha and composite reliability. Previous 
studies have suggested a desired threshold of above 0.7 and below 0.95 (Hair et al., 
2017). 

 

Figure 2 Measurement model (see online version for colours) 

 

Based on this criterion, all the constructs in this study demonstrated the desired level of 
reliability (shown in Table 2). The second component of the measurement model is 
validity. Convergent validity was assessed using the average variance extracted (AVE), 
with a threshold of 0.5 (Chin, 1998), which all the constructs were this threshold (refer to 
Table 2). As for discriminant validity, researchers often rely on the Fornell-Larcker 
criterion and cross-loadings. However, the HTMT ratio has recently been proposed, 
particularly in studies utilising PLS-SEM. The conservative cut-off for HTMT is 0.85 or 
lower when the concepts being measured are distinct (Hair et al., 2012; Henseler et al., 
2015). In this study, all the HTMT values were below the mentioned cut-off (see  
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Table 3). The content and face validity of the instruments were confirmed by the industry 
professionals and academicians. 
Table 2 Reliability and convergent validity 

Constructs and items Loadings Cronbach’s alpha CR AVE 
Quiet firing  0.872 0.902 0.573 
QF1 0.763    
QF2 0.633    
QF3 0.712    
QF4 0.834    
QF5 0.911    
QF6 0.590    
QF7 0.808    
Quiet quitting  0.938 0.945 0.524 
QQ1 0.770    
QQ10 0.910    
QQ11 0.725    
QQ12 0.653    
QQ13 0.739    
QQ14 0.747    
QQ15 0.738    
QQ16 0.722    
QQ2 0.745    
QQ3 0.792    
QQ4 0.727    
QQ5 0.754    
QQ6 0.572    
QQ8 0.584    
QQ9 0.546    
Social capital  0.924 0.932 0.537 
SC1 0.559    
SC10 0.845    
SC11 0.703    
SC12 0.855    
SC2 0.782    
SC3 0.567    
SC4 0.700    
SC5 0.663    
SC6 0.628    
SC7 0.722    
SC8 0.816    
SC9 0.865    
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Table 3 Discriminant validity 

Items/variables Quiet firing Quiet quitting Social capital 
Cross-loadings 
QF1 0.763 0.542 0.488 
QF2 0.633 0.420 0.240 
QF3 0.712 0.482 0.380 
QF4 0.834 0.573 0.412 
QF5 0.911 0.610 0.410 
QF6 0.590 0.380 0.055 
QF7 0.808 0.624 0.274 
QQ1 0.541 0.770 0.390 
QQ10 0.643 0.910 0.332 
QQ11 0.388 0.725 0.263 
QQ12 0.456 0.653 0.152 
QQ13 0.529 0.739 0.320 
QQ14 0.539 0.747 0.306 
QQ15 0.463 0.738 0.292 
QQ16 0.486 0.722 0.315 
QQ2 0.492 0.745 0.301 
QQ3 0.533 0.792 0.311 
QQ4 0.529 0.727 0.345 
QQ5 0.540 0.754 0.409 
QQ6 0.524 0.572 0.147 
QQ8 0.388 0.584 0.134 
QQ9 0.512 0.546 0.315 
SC1 0.322 0.285 0.559 
SC10 0.393 0.271 0.845 
SC11 0.189 0.210 0.703 
SC12 0.522 0.405 0.855 
SC2 0.290 0.283 0.782 
SC3 0.260 0.285 0.567 
SC4 0.223 0.154 0.700 
SC5 0.339 0.308 0.663 
SC6 0.346 0.371 0.628 
SC7 0.340 0.288 0.722 
SC8 0.353 0.311 0.816 
SC9 0.284 0.282 0.865 

Notes: QF = quiet firing; QQ = quiet quitting; SC = social capital. 
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Table 3 Discriminant validity (continued) 

Items/variables Quiet firing Quiet quitting Social capital 
Fornell-Larcker criterion 
QF 0.757   
QQ 0.700 0.727  
SC 0.246 0.081 0.733 
Heterotrait-monotrait ratio (HTMT) 
QF    
QQ 0.767   
SC 0.221 0.111  

Notes: QF = quiet firing; QQ = quiet quitting; SC = social capital. 

4.2 Structural model 

Once the measurement model turns out to be satisfactory, the second step is to evaluate 
the structural model which shows the relationship between latent constructs (Figure 3). In 
this study, H1 assesses if quiet firing has significant positive impact on quiet quitting. 
The results appeared to be significant (direct effect: β = 0.724, t = 26.909 and p = 0.000). 
therefore, H1 is confirmed. The second hypothesis evaluates whether quiet firing has a 
significant negative impact on social capital. The result turned out to be insignificant  
(β = 0.246, t = 5.969 and p = 0.000). H3 examines whether social capital has a significant 
negative impact on quiet quitting. The result of the third hypothesis is supported  
(β = –0.097, t = 2.513 and p = 0.012). The last hypothesis evaluates the negative 
mediating role of social capital in the relationship between quiet firing and quiet quitting. 
The result of the H1 (direct impact) was significant, when the mediator was introduced 
into the model the total effect decreased (β = 0.700, t = 25.338 and p = 0.000). Hence, 
impact of quiet firing on quiet quitting is partially mediated through social capital, the 
results are demonstrated in Tables 4 and 5. As part of the structural model R2 and Q2 (in 
sample and out of sample predictive power of the model is necessary to be evaluated), the 
results are presented in Table 6. 
Table 4 Hypotheses evaluation 

 Path coefficient SD T statistics P values 
H1 QF -> QQ 0.724 0.027 26.909 0.000 
H2 QF -> SC 0.246 0.041 5.969 0.000 
H3 SC -> QQ –0.097 0.039 2.513 0.012 

Notes: SD = standard deviation. 

Table 5 Mediation analysis 

Paths Path coefficient SD t value P value 
Direct effects 0.727 0.027 26.909 0.000 
Indirect effects –0.024 0.011 2.248 0.025 
Total effects 0.700 0.028 25.338 0.000 
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Table 6 Coefficient of determination and Q2 

 R2 SD T statistics P values Q2 
Quiet quitting 0.449 0.038 13.212 0.000 0.240 
Social capital 0.061 0.021 2.890 0.004 0.022 

Notes: R2 = coefficient of determination; SD = standard deviation; Q2 = model predictive 
relevance. 

5 Discussion 

The study investigated the impact of quiet firing on quiet quitting, considering the 
mediating function of social capital through the formulation of four hypotheses. With the 
exception of the second hypothesis, all hypotheses were substantiated through empirical 
evidence. Examination of demographics indicated that the oil, gas, and petroleum 
industry in the southern region of Iran is predominantly male-oriented, accounting for 
approximately 93.7%. However, this does not imply an unsupportive environment for 
female workers; rather, the limited number of female participants in the study had less 
than five years of industry experience, indicating a demographic transition. Most 
employees were aged between 30 and 40 years with a master degree level of education. 

Figure 3 Structural model (see online version for colours) 

 

H1 implies that there is a strong positive influence of quiet firing on quiet quitting. The 
observation is consistent with the thesis by Bailey and Madden (2019), who state that in 
case of dissatisfaction and absence of meaning in the work, employees use coping 
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mechanisms that include the unwillingness to take more duties. As analysis shows, those 
employees, who feel that the work they perform is not satisfying and fulfilling, are 
inclined to turn emotionally noncommittal to their work, which means that they are able 
to make only a minimum contribution. Rather they find meaning and satisfaction in other 
areas besides work like personal hobbies. It can be considered a deliberate reaction to the 
alleged meaninglessness of their work. Thus, the managers who deliberately establish an 
unsatisfactory and unfulfilling workplace atmosphere in order to promote voluntary 
resignation may lead to silent quitting by employees (Sartori et al., 2026). The effect of 
the quiet firing may be regarded as a passive-aggressive conduct that fills the whole 
organisation and results in the loss of highly treasured staff (Anand et al., 2024).  
COVID-19 and its post-pandemic consequences have caused employees to become more 
burdened, as well as other changes that have happened in the workplace. This has usually 
been at the cost of their health and personal life and no extra incentive other than job 
security. This has made employees feel that they have not been valued and appreciated to 
do the additional roles they have assumed. The absence of appreciation even in a small 
form of a simple thank you has disillusioned and demoralised employees. This has 
resulted in emotional exhaustion, resentment, and a psychological disengagement from 
work, known as quiet quitting. Research by Cartwright and Holmes (2006), Scheyett 
(2023) and Cohen (2022) supports the idea that employees align their efforts with the 
rewards they receive from their employers. However, the creation of a negative and 
unappreciative work environment may be unintentional or deliberate, as companies 
increasingly opt for subtle methods such as layoffs to avoid future repercussions, 
particularly during times of financial uncertainty (Richardson, 2023; Dai et al., 2023; 
Sartori et al., 2026). 

The second hypothesis (H2) that quiet firing has a significant negative impact on 
social capital is rejected. This conforms with studies which claim that social capital rises 
during the youthful period and then falls with age. In this study the majority of 
participants were between the ages of 30 to 40 years, moreover, when there is a paucity 
of high-quality organisations and insurance, social capital provides a safety net especially 
during challenging times in developing countries (Glaeser et al., 2002; Rosenzweig, 
1988; Fafchamps and Lund, 2003). Furthermore, to extract from disaster management, it 
is shown that a higher level of bonding is associated with a lower level of vulnerability, 
implying ‘better together’ (Fraser and Naquin, 2022), when employees sense 
vulnerability within organisations they form stronger social support to gain access to 
information on potential layoffs, collective bargaining power and emotional and 
psychological support to navigate the perceived stress of the potential job loss. In 
addition, although it may not be appropriate to distinguish between ‘good’ or ‘bad’ social 
capital, but contextual dependent nature of social capital should be taken into 
consideration (Baycan and Öner, 2023), in the context of this study as the country is 
under sanction, the companies experience extreme volatility and uncertainty, in this 
environment employees form social capital as a strategic response to possible tactical 
manoeuvres like discreet dismissing and quiet firing. 

Social capital has a significant negative impact on quiet quitting (H3) has been 
accepted. This is in line with (Laurence and Kim, 2021) study which found that 
individual-level social capital is linked to lower psychological distress, moreover, social 
capital buffers the harm of distancing among individuals with stronger community ties 
with frequent interactions. This indicates that employees with stronger social capital 
when burdened with extra responsibilities or unpleasant circumstances are more inclined 
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to resist the urge of quiet quitting and channelise the emotional burden by interacting 
frequently with colleagues and social groups. Additionally, studies have also found a 
positive relationship between job security and perceived social capital (Parzefall and 
Kuppelwieser, 2012). Unlike other forms of capital, social capital is collectively owned 
by its members, and no one has exclusive rights to it (Nahapiet and Ghoshal, 1998; Burt, 
1997). This means that managers face challenges when trying to identify and isolate 
individuals who may be disengaging from the organisation. Information can easily spread 
through social groups, potentially destabilising an already deteriorating workplace 
environment (Kelly et al., 2025). When people feel supported and connected, they are 
less likely to quietly quit their responsibilities (Ruiz‐Palomino et al., 2023). Social capital 
creates a positive atmosphere where employees are more willing to face challenges, show 
enthusiasm to excel, and offer help to their colleagues and bosses. They may go the extra 
mile in their tasks, knowing that if they are not rewarded for their efforts, they have a 
network of support to back them up in fighting against unfair treatment. This situation of 
not quietly quitting is reminiscent of the concept of ‘work to rule’, where employees 
collectively push back against perceived injustices, rather than dealing with them 
individually, although some degree of individual psychological detachment may still 
exist 

The support for the fourth hypothesis (H4), which states that social capital has a 
negative mediating role in the relationship between quiet firing and quiet quitting, has 
been demonstrated in Table 5. The finding aligns with previous studies that argue social 
capital, as a crucial factor in determining quality of life, empowers individuals by 
providing them with the necessary support and resources to enhance their overall  
well-being. Consequently, in order to improve the quality of life within organisations, 
practitioners and managers should focus on fostering social networks and relationships 
among employees, while ensuring equal access to resources for all individuals (Beausaert 
et al., 2023; Nutakor et al., 2023). This approach ultimately leads to increased career 
engagement (Sou et al., 2022). Recent research consistently indicates that enhancing 
employees’ well-being and job satisfaction in the workplace through social capital results 
in lower levels of burnout and disengagement (Nutakor et al., 2023; Hameed et al., 2022; 
Zhang et al., 2022; Sou et al., 2022). Hence, it can be deduced that organisations 
possessing robust social capital cultivate a heightened feeling of contentment and 
fulfilment in their workforce. Consequently, it can be interpreted that within such 
organisations, employees experience a greater sense of well-being and job satisfaction. 
Thus, when employees perceive subtle and strategic forms of termination, they are 
inclined to seek help and assistance from the social group and network they are in. 

6 Theoretical and practical implications 

This study holds immense significance, both in theory and practice, for both management 
and employees. In terms of theory, contributions regarding quiet quitting in the oil, gas, 
and petroleum industry remain significantly limited. The distinctive features and  
high-pressure nature of this industry necessitate a deeper exploration of quiet quitting, 
which is not adequately represented in current academic literature. This gap underscores 
the significance of our research, which provides a new perspective on the symptoms of 
quiet quitting and the factors that influence it in this industry specifically. Our findings 
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contribute to the general understanding of employee disengagement and its outcomes in a 
crucial and challenging industry since the study is done in an untapped field. Moreover, 
scholars have also argued whether quiet quitting is comparable to the traditional 
collective industrial action. This paper will respond to this issue by considering the notion 
of social capital. The results indicate that companies that have more social capital have a 
shift in the behaviour of quiet quitting, which is similar to the collective industrial action. 
To employees, the implication is that the understanding of the dynamics at the workplace 
and the importance of social capital in times of trouble and uncertainty is paramount. 
Conversely, to the management, it may be helpful to understand the possible adverse 
effects of quiet quitting. Through this research, the management is able to modify their 
organisational strategy in order to handle quiet quitters. By investing in open 
communication, trust, transparency, and a favourable work environment, the management 
can embrace the power of social capital, which will contribute to better work 
engagement. 

This study advances theoretical understanding by conceptualising quiet firing and 
quiet quitting as covert, reciprocal behaviours within the psychological contract 
framework, thereby extending psychological contract theory to encompass low-visibility, 
non-confrontational breach and retaliation dynamics rather than overt conflict or formal 
exit. By revealing that social capital negatively mediates the relationship between quiet 
firing and quiet quitting, the findings enrich social exchange theory by demonstrating that 
strong relational networks and shared norms can buffer adverse managerial behaviours, 
mitigating negative reciprocity rather than merely promoting positive reciprocity. The 
result that over half of quiet quitting is attributable to quiet quitting challenges prevailing 
job withdrawal and disengagement models by foregrounding employer actions and 
organisational climate as key antecedents of withdrawal, rather than attributing quiet 
quitting solely to individual attitudes or job satisfaction. Furthermore, the observation 
that employees in high–social capital organisations may adopt a ‘work-to-rule’ approach 
despite psychological detachment introduces a nuanced coping and adaptation 
perspective, suggesting that employees may strategically preserve relational capital while 
limiting emotional investment, thus extending understanding of boundary-setting 
behaviours in adverse work contexts. Finally, by situating these dynamics within the 
collectivist, high-stakes Iranian oil, gas, and petroleum industry, the study enhances the 
contextual validity and cross-cultural applicability of organisational behaviour theories, 
underscoring the universality of covert reciprocal mechanisms across diverse cultural and 
industrial settings. 

An increase in social capital has been established to be associated with reduced levels 
of quiet quitting. This implies that strong social ties, networks, and relationships in the 
workplace can be fostered to assist in reengaging the employees. The social capital assists 
employees in addressing the negative effects of quiet firing as a mediator, which 
eventually leads to a higher rate of employee retention and the overall well-being. 

The shift between the passive quitting of the individual and an organised industrial 
reaction is possible in certain conditions. As employees experience repeated cases of 
covert dismissal, which leads to a loss of confidence in the organisation and a sense of 
injustice, they may seek the help of other people who may be in the same position. This 
common experience may foster a sense of solidarity and encourage employees to become 
involved in coordinated activities such as forming labour unions, mounting 
demonstrations, or becoming the subjects of collective bargaining. 
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Additionally, there is also the possibility that the probability of collective initiatives 
after quiet firing may be caused by other factors such as shared grievances associated 
with perceived injustices, absence of transparency, or dissatisfaction with organisational 
practices. These factors may help to develop a sense of unity among the employees, as 
they will consider taking collective action to address their problems. 

7 Limitation and upcoming research directions 

This study has several limitations that should be acknowledged. First, the research was 
conducted in a country characterised by Islamic values and strong family ties. These 
cultural characteristics may influence employees’ perceptions and behaviours related to 
quiet quitting, thereby limiting the generalisability of the findings to other cultural 
contexts. Second, the study focused on a single industry, which may restrict the 
applicability of the findings to organisations operating in other sectors. Third, social 
capital was examined as a higher-order construct without investigating the individual 
effects of its three dimensions. Finally, the study employed a cross-sectional research 
design, which limits the ability to establish causal relationships among the study 
variables. 

Future research should address these limitations by conducting empirical validation in 
different cultural settings, particularly in more individualistic societies, to examine the 
robustness and generalisability of the proposed relationships. Comparative studies across 
countries, industries, and organisational contexts would provide a deeper understanding 
of how cultural and sectoral differences influence quiet quitting behaviour. Researchers 
are also encouraged to investigate the phenomenon in diverse industries, such as banking, 
information technology, healthcare, and manufacturing, to determine whether the 
findings remain consistent across organisational settings. 

In addition, future studies should examine the individual dimensions of social capital 
(structural, relational, and cognitive social capital) to determine their distinct 
contributions to quiet quitting behaviour. Further research may also incorporate 
organisational factors, such as leadership styles, organisational culture, employee 
engagement, and psychological safety, to provide a more comprehensive understanding 
of the antecedents and boundary conditions of quiet quitting. 

Finally, future studies are encouraged to employ alternative methodological 
approaches to strengthen and extend the current findings. Longitudinal research designs 
would help establish causal relationships and capture changes in employee behaviour 
over time, while mixed-methods or qualitative approaches could provide richer insights 
into employees’ experiences and motivations. Multi-source data collection, experimental 
designs, and cross-cultural comparative research would further enhance the validity, 
reliability, and generalisability of the findings. 

8 Conclusions 

The literature on the constructs of quiet firing and quiet quitting has largely neglected the 
factors that influence them. This study is the first to empirically establish a connection 
between quiet firing and quiet quitting, highlighting the mediating role of social capital. 
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Although the intention behind quiet firing may remain hidden and covert, the study 
confirms that its consequences and repercussions are not. The findings reveal that nearly 
half of quiet quitting instances can be attributed to quiet firing. 

The findings of this study indicate that fostering motivation and encouraging 
employees to participate in extra-role behaviours should not depend on punitive strategies 
that generate fear of job loss or contribute to an unpleasant and toxic work atmosphere. 
Such approaches may lead to employees psychologically disengaging from their work 
without openly expressing their dissatisfaction. 

The adverse effect of social capital on the quiet quitting phenomenon suggests that 
the tendency of employees to withdraw can be mitigated by stronger and more effective 
social networks and interpersonal relationships at the workplace. Moreover, the presence 
of social capital also affects the relationship between quiet firing and quiet quitting in that 
higher social capital may reduce the adverse effects of quiet firing on incidences of quiet 
quitting. To conclude, quiet quitting can be minimised by creating a supportive and 
interconnected workplace, and the negative effects of quiet firing can be minimised. 
Therefore, organisations are advised to pay attention to building a good social network 
and creating favourable relations between employees to enhance engagement and work 
satisfaction in general. 

Data analysis also resulted in an interesting observation that quiet firing seems to 
positively affect social capital. This is what happens whereby a marginalisation or exit of 
an employee can be subtle, but it may support social networks in the organisation 
inadvertently. This effect may occur because the rest of the employees will be coming 
together to deal with the loss of a workmate, which will lead to increased cooperation and 
support. Nevertheless, even though the social capital may be improved, the net effect on 
quiet quitting is negative. This implies that although social capital might be enhanced 
after cases of quiet firing, it does not serve effectively in reducing the tendencies of 
disengagement among employees. It is argued that the changes in the collective 
perception of the employment practices prompt a parallel change in the collective 
response, which may be positive or negative. This response eventually affects the 
performance benefits of organisational social capital, which leads to either profit or loss 
(Minbaeva and Navrbjerg, 2016). This scenario depicts the complexity of the interaction 
between these variables, which explains why organisations should plan how their 
employees leave the organisation and which mechanisms should incentivise the balance 
between the benefits of social capital and the need to maintain high rates of engagement 
and morale. 

Declarations 

During revisions, the authors used Grammarly (an AI-assisted proofreading tool) solely 
for grammar and abbreviations consistency checks. No AI tools were used to generate 
scientific content, conduct analyses, or draw conclusions. While such tools are useful for 
limited support tasks, they do not replace human expertise. After using Grammarly, the 
authors reviewed and edited all content and take full responsibility for the accuracy and 
integrity of the manuscript. 

 



   

 

   

   
 

   

   

 

   

    Silent strategies 21    
 

 

    
 
 

   

   
 

   

   

 

   

       
 

Informed consent was obtained from all participants prior to their participation in this 
study. Participants were provided with information regarding the purpose of the research, 
the voluntary nature of participation, and the confidentiality of their responses. Consent 
was indicated electronically before completing the online survey. 

All authors declare that they have no conflicts of interest. 

References 
Ali, M., Usman, M., Aziz, S. and Rofcanin, Y. (2022) ‘Undermining alienative commitment 

through spiritual leadership: a moderated mediation model of social capital and political skill’, 
Journal of Asian Business and Economic Studies, Vol. 29, No. 4, pp.263–279, https://doi.org/ 
10.1108/JABES-09-2021-0155. 

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, Vol. 32,  
No. 4, pp.721–743, https://doi.org/10.1108/ijoa-01-2023-3600. 

Annasihi, A.A.M.I. and Syaebani, M.I. (2026) ‘Determinants of quiet quitting among Generation Z 
employees: the mediating effect of employee well-being’, Research Horizon, Vol. 6, No. 2, 
pp.693–706. 

Anser, M.K., Yousaf, Z., Usman, M., Yousaf, S., Fatima, N., Hussain, H. and Waheed, J. (2021) 
‘Strategic business performance through network capability and structural flexibility’, 
Management Decision, Vol. 59, No. 2, pp.426–445, https://doi.org/10.1108/MD-06-2019-
0741. 

Arregle, J.L., Hitt, M.A., Sirmon, D.G. and Very, P. (2007) ‘The development of organizational 
social capital: attributes of family firms’, Journal of Management Studies, Vol. 44, No. 1, 
pp.73–95, https://doi.org/10.1111/j.1467-6486.2007.00665.x. 

Atalay, M. and Dağıstan, U. (2024) ‘Quiet quitting: a new wine in an old bottle?’, Personnel 
Review, Vol. 53, No. 4, pp.1059–1074. 

Atiku, S.O., Jeremiah, A. and Genty, K.I. (2025) ‘Effects of workplace silence, quiet quitting, and 
quiet firing on employee turnover: evidence from the service industry’, International Journal 
of Organizational Analysis, https://doi.org/10.1108/IJOA-04-2025-5389. 

Bailey, C. and Madden, A. (2019) ‘‘We’re not scum, we’re human’: agential responses in the face 
of meaningless work’, Scandinavian Journal of Management, Vol. 35, No. 4, p.101064, 
https://doi.org/10.1016/j.scaman.2019.101064. 

Baycan, T. and Öner, Ö. (2023) ‘The dark side of social capital: a contextual perspective’, The 
Annals of Regional Science, Vol. 70, No. 3, pp.779–798. 

Beausaert, S., Froehlich, D.E., Riley, P. and Gallant, A. (2023) ‘What about school principals’ 
well-being? The role of social capital’, Educational Management Administration & 
Leadership, Vol. 51, No. 2, pp.405–421, https://doi.org/10.1177/1741143221991853. 

Bolger, N., DeLongis, A., Kessler, R.C. and Wethington, E. (1989) ‘The contagion of stress across 
multiple roles’, Journal of Marriage and the Family, Vol. 51, No. 1, pp.175–183, 
https://doi.org/10.2307/352378. 

Bourdieu, P. (1986) in Richardson, J.G. (Ed.): The Forms of Capital, Greenwood, New York. 
Boy, Y. and Sürmeli, M. (2023) ‘Quiet quitting: a significant risk for global healthcare’, Journal of 

Global Health, Vol. 13, p.03014, https://doi.org/10.7189/jogh.13.03014. 
Burt, R.S. (1997) ‘A note on social capital and network content’, Social Networks, Vol. 19, No. 4, 

pp.355–373, https://doi.org/10.1016/S0378-8733(97)00003-8. 
Campton, J., Tham, A. and Ting, H. (2023) ‘Quiet quitting-implications for Asian businesses’, 

Asian Journal of Business Research, Vol. 13, No. 2, pp.128–134. 



   

 

   

   
 

   

   

 

   

   22 E. Rajabpour et al.    
 

    
 
 

   

   
 

   

   

 

   

       
 

Cartwright, S. and Holmes, N. (2006) ‘The meaning of work: the challenge of regaining employee 
engagement and reducing cynicism’, Human Resource Management Review, Vol. 16, No. 2, 
pp.199–208, https://doi.org/10.1016/j.hrmr.2006.03.012. 

Chang, M.L. (2017) ‘On the relationship between intragroup conflict and social capital in teams: a 
longitudinal investigation in Taiwan’, Journal of Organizational Behavior, Vol. 38, No. 1, 
pp.3–27. 

Cherry, M.A. (2015) ‘Beyond misclassification: the digital transformation of work’, Comp. Lab. L. 
& Pol’y J., Vol. 37, p.577. 

Chin, W.W. (1998) ‘The partial least squares approach to structural equation modeling’, Modern 
Methods for Business Research, Vol. 295, No. 2, pp.295–336. 

Clifton, J. (2023) Why the World Can’t Quit Quiet Quitting, Gallup. 
Cohen, P. (2022) ‘Quiet quitting: our favorite reads’, Harvard Business Review, Erişim Tarihi,  

Vol. 17, No. 6, p.2024 [online] https://hbr.org/2022/09/quiet-quitting-our-favorite-reads. 
Constantz, J. (2022) ‘Quiet quitters’ make up half of the US workforce, Gallup finds’, Bloomberg, 

September, No. 6. 
Dai, Z., Li, J., Wang, F., Wang, L. and Wang, Y. (2023) ‘Organizational management: quiet 

quitting’s mitigation strategies for organizational response’, Journal of Education, Humanities 
and Social Sciences, Vol. 19, pp.25–32, https://doi.org/10.54097/ehss.v19i.10944. 

Detert, J. (2023) ‘Let’s call quiet quitting what it often is: calibrated contributing’, MIT Sloan 
Management Review, Vol. 64, No. 2, pp.1–3. 

Edinger, S.K. and Edinger, M.J. (2018) ‘Improving teacher job satisfaction: the roles of social 
capital, teacher efficacy, and support’, The Journal of Psychology, Vol. 152, No. 8,  
pp.573–593, https://doi.org/10.1080/00223980.2018.1489364. 

Ellera, L., Jamali, D.R. and Caldwell, C. (2023) ‘‘Quiet quitting’ and ‘quiet thriving’ – flourishing 
in the modern organization’, The Journal of Values-Based Leadership, Vol. 16, No. 2,  
pp.1–22, https://doi.org/10.22543/1948-0733.1477. 

Fafchamps, M. and Lund, S. (2003) ‘Risk-sharing networks in rural Philippines’, Journal of 
Development Economics, Vol. 71, No. 2, pp.261–287. 

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 
& Management, Vol. 31, No. 8, pp.899–907, https://doi.org/10.1080/19368623.2022.2136601. 

Fraser, T. and Naquin, N. (2022) ‘Better together? The role of social capital in urban social 
vulnerability’, Habitat International, Vol. 124, p.102561, https://doi.org/10.1016/j.habitatint. 
2022.102561. 

Friedman, G. (2014) ‘Workers without employers: shadow corporations and the rise of the gig 
economy’, Review of Keynesian Economics, Vol. 2, No. 2, pp.171–188, https://doi.org/ 
10.4337/roke.2014.02.03. 

Gallup, Inc. (2022) Quiet Firing: What it is and How to Stop Doing it, 18 November [online] 
https://www.gallup.com/workplace/404996/quiet-firing-stop-doing.aspx. 

Glaeser, E.L., Laibson, D. and Sacerdote, B. (2002) ‘An economic approach to social capital’, The 
Economic Journal, Vol. 112, No. 483, pp.F437–F458. 

Hair, J., Hollingsworth, C.L., Randolph, A.B. and Chong, A.Y.L. (2017) ‘An updated and 
expanded assessment of PLS-SEM in information systems research’, Industrial Management 
& Data Systems, Vol. 117, No. 3, pp.442–458. 

Hair, J.F., Hult, G.T.M., Ringle, C.M. and Sarstedt, M. (2016) in Knight, E. (Ed.): A Primer on 
Partial Least Squares Structural Equation Modeling (PLS-SEM), 2nd ed., SAGE Publications, 
Inc., California. 

Hair, J.F., Sarstedt, M., Pieper, T.M. and Ringle, C.M. (2012) ‘The use of partial least squares 
structural equation modeling in strategic management research: a review of past practices and 
recommendations for future applications’, Long Range Planning, Vol. 45, Nos. 5–6,  
pp.320–340. 



   

 

   

   
 

   

   

 

   

    Silent strategies 23    
 

 

    
 
 

   

   
 

   

   

 

   

       
 

Hameed, S., Bano, S. and Ahmed, S.J. (2022) ‘The effects of self-esteem, social capital, and 
psychological capital on job satisfaction with mediating role of social capital’, Journal of 
Managerial Sciences, Vol. 16, No. 1, pp.19–38. 

Hamouche, S., Koritos, C. and Papastathopoulos, A. (2023) ‘Quiet quitting: relationship with other 
concepts and implications for tourism and hospitality’, International Journal of Contemporary 
Hospitality Management, Vol. 35, No. 12, pp.4297–4312. 

Han, Y., Chen, X. and Chung, R.Y.N. (2023) ‘Sense of control as a mediator of the association 
between social capital and health inequality in China’, Preventive Medicine, Vol. 166, 
p.107382, https://doi.org/10.1016/j.ypmed.2022.107382. 

Hare, N. (2022) What is Quiet Quitting and How Should Leaders Respond, Forbes, September,  
No. 1. 

Harter, J.K., Schmidt, F.L. and Hayes, T.L. (2002) ‘Business-unit-level relationship between 
employee satisfaction, employee engagement, and business outcomes: a meta-analysis’, 
Journal of Applied Psychology, Vol. 87, No. 2, p.268 [online] https://psycnet.apa.org/ 
doi/10.1037/0021-9010.87.2.268. 

Healy, J., Nicholson, D. and Pekarek, A. (2017) ‘Should we take the gig economy seriously?’, 
Labour & Industry: A Journal of the Social and Economic Relations of Work, Vol. 27, No. 3, 
pp.232–248, https://doi.org/10.1080/10301763.2017.1377048. 

Henseler, J., Ringle, C.M. and Sarstedt, M. (2015) ‘A new criterion for assessing discriminant 
validity in variance-based structural equation modeling’, Journal of the Academy of Marketing 
Science, Vol. 43, No. 1, pp.115–135. 

Hosseini, K. and Stefaniec, A. (2019) ‘Efficiency assessment of Iran’s petroleum refining industry 
in the presence of unprofitable output: a dynamic two-stage slacks-based measure’, Energy, 
Vol. 189, p.116112. 

Jenkins, L.N. and Fredrick, S.S. (2017) ‘Social capital and bystander behavior in bullying: 
internalizing problems as a barrier to prosocial intervention’, Journal of Youth and 
Adolescence, Vol. 46, No. 4, pp.757–771. 

Kachhap, V. and Singh, T. (2024) ‘Quiet quitting: a comprehensive exploration of hidden 
problems’, Development and Learning in Organizations: An International Journal, Vol. 38, 
No. 5, pp.23–26. 

Kelly, R., Cunningham, S., Wright-Brough, F. and Huijser, H. (2025) ‘More group work would be 
nice’: exploring peer interaction and belonging in the first-year experiences of culturally and 
linguistically diverse migrant and refugee students’, Higher Education Research & 
Development, Vol. 44, No. 3, pp.616–628, https://doi.org/10.1080/07294360.2024.2416389. 

Lau, R.S. and Cobb, A.T. (2010) ‘Understanding the connections between relationship conflict and 
performance: the intervening roles of trust and exchange’, Journal of Organizational 
Behavior, Vol. 31, No. 6, pp.898–917. 

Laurence, J. and Kim, H.H.S. (2021) ‘Individual and community social capital, mobility 
restrictions, and psychological distress during the COVID-19 pandemic: a multilevel analysis 
of a representative US survey’, Social Science & Medicine, Vol. 287, p.114361, 
https://doi.org/10.1016/j.socscimed.2021.114361. 

Maslach, C. and Jackson, S.E. (1981) ‘The measurement of experienced burnout’, Journal of 
Organizational Behavior, Vol. 2, No. 2, pp.99–113. 

Masterson, V. (2022) What is Quiet Quitting, World Economic Forum, September, Vol. 2 [online] 
http://www.weforum.org/agenda/2022/09/tiktokquiet-quitting-explained/ (accessed December 
2022). 

Minbaeva, D. and Navrbjerg, S.E. (2016) ‘The (un) predictable factor: the role of subsidiary social 
capital in international takeovers’, Journal of Organizational Effectiveness: People and 
Performance, Vol. 3, No. 2, pp.115–138. 

Mohammadi, H., Ahmadi, H. and Rajabpour, E. (2024) ‘Impact of toxic work environment on quiet 
quitting with psychological capital mediation’, Journal of Strategic Human Resource 
Management, Vol. 13, No. 1, pp.29–42. 



   

 

   

   
 

   

   

 

   

   24 E. Rajabpour et al.    
 

    
 
 

   

   
 

   

   

 

   

       
 

Muniady, R.A.L., Mamun, A.A., Mohamad, M.R., Permarupan, P.Y. and Zainol, N.R.B. (2015) 
‘The effect of cognitive and relational social capital on structural social capital and  
micro-enterprise performance’, Sage Open, Vol. 5, No. 4, p.2158244015611187. 

Muntaner, C. (2018) ‘Digital platforms, gig economy, precarious employment, and the invisible 
hand of social class’, International Journal of Health Services, Vol. 48, No. 4, pp.597–600, 
https://doi.org/10.1177/0020731418801413. 

Nahapiet, J. and Ghoshal, S. (1998) ‘Social capital, intellectual capital, and the organizational 
advantage’, Academy of Management Review, Vol. 23, No. 2, pp.242–266. 

Nunes, A.R. and Pimenta, F. (2024) ‘Quiet quitting, firing and hiring: just a social media trend?’, 
Psicologia, Saúde & Doença, Vol. 25, No. 1, pp.124–137, https://doi.org/10.15309/ 
24psd250112. 

Nutakor, J.A., Zhou, L., Larnyo, E., Addai-Danso, S. and Tripura, D. (2023) ‘Socioeconomic status 
and quality of life: an assessment of the mediating effect of social capital’, Healthcare,  
Vol. 11, No. 5, p.749, https://doi.org/10.3390/healthcare11050749. 

Osman, Z., Senathirajah, A., Rasheedul Haque, R. and Khalil, M. (2024) ‘A structural equation 
modelling approach on determinants of working adults’ choice to further study in Malaysian 
online distance learning higher education institution’, Educational Administration: Theory 
Practice, Vol. 30, No. 1, pp.20–31. 

Othman, A.A., Mahran, H.M. and Ali, H.I. (2025) ‘Covering loyalty policy in quiet firing 
workplace: the association between quiet quitting, intention to leave, and nurses’ loyalty’, 
BMC Nursing, Vol. 24, No. 1, pp.662–680. 

Parzefall, M.R. and Kuppelwieser, V.G. (2012) ‘Understanding the antecedents, outcomes, and 
mediating role of social capital: an employee perspective’, Human Relations, Vol. 65, No. 4, 
pp.447–472. 

Razavi, S.A., Asgary, A. and Khaleghi, M. (2022) ‘The impact of the COVID-19 pandemic on 
Iranian oil and gas industry planning: a survey of business continuity challenges’, 
International Journal of Disaster Risk Science, Vol. 13, No. 3, pp.391–400. 

Richardson, S.D. (2023) ‘Reimagining quiet quitting’, in Making the Entrepreneurial  
Transition: Understanding the Challenges of Women Entre-Employees, pp.105–117, Springer 
International Publishing, Cham. 

Rosenzweig, M.R. (1988) ‘Risk, implicit contracts and the family in rural areas of low-income 
countries’, The Economic Journal, Vol. 98, No. 393, pp.1148–1170. 

Ruiz‐Palomino, P., Linuesa‐Langreo, J. and Elche, D. (2023) ‘Team‐level servant leadership and 
team performance: the mediating roles of organizational citizenship behavior and internal 
social capital’, Business Ethics, the Environment & Responsibility, Vol. 32, No. s2,  
pp.127–144, https://doi.org/10.1111/beer.12390. 

Sartori, R., Mancini, A., Rubini, S. and Ceschi, A. (2026) ‘Quiet quitting and quiet firing: a silence-
based relational framework of employment disengagement’, International Journal of 
Organizational Analysis, Vol. 34, No. 12, pp.374–389, https://doi.org/10.1108/IJOA-03-2026-
6612. 

Scheyett, A. (2023) ‘Quiet quitting’, Social Work, Vol. 68, No. 1, pp.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, Vol. 28, No. 1, pp.27–43. 

Sou, E.K.L., Yuen, M. and Chen, G. (2022) ‘Career adaptability as a mediator between social 
capital and career engagement’, The Career Development Quarterly, Vol. 70, No. 1, pp.2–15, 
https://doi.org/10.1002/cdq.12289. 

Talukder, M.F. and Prieto, L. (2025) ‘A ‘quiet quitting’ scale: development and validation’, 
International Journal of Organizational Analysis, Vol. 33, No. 6, pp.1487–1510. 



   

 

   

   
 

   

   

 

   

    Silent strategies 25    
 

 

    
 
 

   

   
 

   

   

 

   

       
 

Vasudevan, A., Teong, L.C., Mastan, Z.P. and Azuan, N.I.B.M. (2026) ‘Empirical investigation of 
sustainable growth of energy hydrogen production in Malaysia’, MET Management Review, 
Vol. 13, No. 1, pp.17–29 [online] https://mmriom.com/index.php/mmr/article/view/289. 

Westman, M. (2001) ‘Stress and strain crossover’, Human Relations, Vol. 54, No. 6, pp.717–751, 
https://doi.org/10.1177/0018726701546002. 

Wood, A.J., Graham, M., Lehdonvirta, V. and Hjorth, I. (2019) ‘Good gig, bad gig: autonomy and 
algorithmic control in the global gig economy’, Work, Employment and Society, Vol. 33,  
No. 1, pp.56–75, https://doi.org/10.1177/0950017018785616. 

Zhang, Q., Li, X. and Gamble, J.H. (2022) ‘Teacher burnout and turnover intention in higher 
education: the mediating role of job satisfaction and the moderating role of proactive 
personality’, Frontiers in Psychology, Vol. 13, p.1076277, https://doi.org/10.3389/fpsyg. 
2022.1076277. 


