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In re ce nt ye ars, the  p hrase  “q uie t q uitting ” has e nte re d  workp lace  
conve rsations world wid e . It d oe s no t me an e mp loye e s are  
re sig ning  b ut inste ad  re fe rs to  a situation whe re  the y p e rform only 
what is re q uire d  in the ir job  d e scrip tions without g o ing  the  e xtra  
mile . In p ractice , this me ans clocking  in on time , clocking  out on 
time , and  focusing  strictly on assig ne d  tasks. The  tre nd , which first 
g aine d  atte ntion on TikTok in 2022, re fle cts a g rowing  d e sire  
among  e mp loye e s to  p ush b ack ag ainst b urnout, lack o f 
re cog nition, and  b lurre d  b ound arie s b e twe e n work and  p e rsonal 
life  (Xue yun e t al., 2023). In Malaysia, whe re  workp lace  stre ss le ve ls 
rank among  the  hig he st in Asia and  whe re  many e mp loye e s 
alre ad y fe e l und e rvalue d  (Lahap , 2022; Hassan e t al., 2022), q uie t 
q uitting  has b e come  more  than a b uzzword . It o ffe rs a le ns to  
und e rstand  d e e p e r challe ng e s in e mp loye e  e ng ag e me nt, 
p rod uctivity, and  org anizational culture . 
 
Why Are Employees Quiet Quitting 
The  re asons b e hind  q uie t q uitting  are  not one -d ime nsional. Many 
e mp loye e s are  tire d  of d o ing  e xtra work without re ward . Whe n 
p romotions, p ay raise s, o r re cog nition fail to  fo llow d iscre tionary 
e ffort, worke rs b e g in to  q ue stion why the y should  contrib ute  
b e yond  the ir o fficial ro le s (Efe nd i e t al., 2023). Burnout is anothe r 
factor. Ne arly half o f Malaysia’s workforce  re p ort hig h le ve ls of 
stre ss, o fte n d ue  to  long  hours, incre ase d  p e rformance  
monitoring , and  constant p re ssure  to  p rove  comp e te nce . 
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For many, p ulling  b ack to  “just the  b asics” b e come s a survival strate g y (Lahap , 2022; 
Ling  e t al., 2025). A third  re ason is the  se arch for b e tte r work-life  b alance . The  
CO VID-19 p and e mic was a turning  p oint that hig hlig hte d  the  value  of re st, family, 
and  p e rsonal time . As a re sult, e mp loye e s are  le ss willing  to  sacrifice  we ll-b e ing  in 
e xchang e  for e nd le ss org anizational d e mand s (Au & Ahme d , 2014). 
 
The Malaysian Context 
Quie t q uitting  in Malaysia is not simp ly ab out ind ivid ual choice s. It also  re fle cts 
syste mic workp lace  challe ng e s. Re se arch shows that e mp loye e  e ng ag e me nt le ve ls 
in Malaysia are  among  the  lowe st in Asia (Hassan e t al., 2022). Many worke rs fe e l 
ove rq ualifie d , und e rp aid , o r ove rlooke d  whe n it come s to  care e r d e ve lop me nt 
op p ortunitie s (Che n e t al., 2021). This d ise ng ag e me nt is no t op e n re b e llion b ut 
rathe r a sile nt withd rawal of d iscre tionary e ffort. Emp loye e s re main in the ir ro le s b ut 
me ntally and  e motionally d e tach from the ir work. If le ft unad d re sse d , this 
d ise ng ag e me nt can e scalate  into  turnove r crise s, some thing  Malaysian ind ustrie s 
have  strug g le d  with for ye ars (Ahmad  & Som, 2013). The  issue  also  tie s b ack to  
b road e r org anizational d e sig n. Pe rformance  manag e me nt syste ms, re ward  
structure s, and  le ad e rship  style s shap e  whe the r e mp loye e s fe e l motivate d  to  g ive  
more  than the  b asics (Sub ramaniam e t al., 2019). A lack of p sycholog ical safe ty, 
whe re  e mp loye e s fe ar b acklash for vo icing  conce rns, furthe r re inforce s 
d ise ng ag e me nt and  sile nce  (Millike n e t al., 2003; Ne wman e t al., 2017). 
 
The Risks of Quiet Quitting 
While  some  se e  q uie t q uitting  as a he althy way to  se t b ound arie s, it also  b ring s risks. 
For org anizations, the  ab se nce  of e xtra e ffort can le ad  to  lowe r p rod uctivity, re d uce d  
innovation, and  we ake r p rob le m-solving  cap acity (Xing  & Li, 2022; O uyang  e t al., 
2022). Quie t q uitting  may also  e ncourag e  knowle d g e  hid ing , whe re  e mp loye e s 
d e lib e rate ly withhold  id e as or information. O ve r time  this e rod e s trust, stifle s 
co llab oration, and  cre ate s silos that we ake n comp e titive ne ss (Jasimud d in & Saci, 
2022; We n & Ma, 2021). For e mp loye e s, q uie t q uitting  may p rovid e  short-te rm re lie f 
b ut it can limit care e r p rog re ssion. Dise ng ag e me nt re d uce s visib ility, we ake ns 
p rofe ssional re lationship s, and  narrows op p ortunitie s for ad vance me nt (Patnaik e t 
al., 2015). In the  long  run, d e tachme nt may foste r cynicism and  d e e p e r 
d issatisfaction, le ad ing  to  frustration rathe r than true  b alance  (We stove r, 2024). 
 
Rethinking Work Culture in Malaysia 
Inste ad  of tre ating  q uie t q uitting  as a ne g ative  tre nd , org anizations can vie w it as a 
sig nal. Emp loye e s are  not ne ce ssarily lacking  amb ition. Many are  asking  for 
he althie r b ound arie s, re cog nition, and  fair tre atme nt. To  ad d re ss this, Malaysian 
e mp loye rs ne e d  to  re think workp lace  culture  b y cre ating  fair re ward  syste ms whe re  
e xtra e ffort is acknowle d g e d  and  matche d  with re al op p ortunitie s (Sub ramaniam e t 
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al., 2019). Emp loye rs should  also  p romote  work-life  b alance  initiative s that re sp e ct 
p e rsonal time  and  he lp  p re ve nt b urnout (Au & Ahme d , 2014). Anothe r imp ortant 
ste p  is to  b uild  p sycholog ical safe ty so  that e mp loye e s fe e l confid e nt to  share  the ir 
vie ws without fe ar of ne g ative  conse q ue nce s (Ne wman e t al., 2017). Sup p ortive  
le ad e rship  also  p lays a ke y ro le . Manag e rs who ad op t e thical and  e mp athe tic 
p ractice s are  more  like ly to  b uild  trust and  re d uce  d ise ng ag e me nt (Me n e t al., 2018). 
Dig ital transformation must also  b e  manag e d  care fully. While  te chnolog y can 
imp rove  e fficie ncy, p oorly d e sig ne d  syste ms ofte n ove rwhe lm e mp loye e s and  
incre ase  stre ss. To  p re ve nt q uie t q uitting , o rg anizations should  ad op t human-
ce nte re d  strate g ie s that e nsure  te chnolog y sup p orts e mp loye e  we ll-b e ing  rathe r 
than und e rmine s it (Kim & Sohn, 2024). 
 
Conclusion 
Quie t q uitting  is no t ab out lazine ss or lack of amb ition. In Malaysia, it re fle cts d e e p e r 
strug g le s for b alance , re cog nition, and  fairne ss in the  workp lace . Rathe r than 
d ismissing  it, e mp loye rs should  se e  it as a wake -up  call that e mp loye e s want chang e . 
The  way forward  is to  b uild  a more  sustainab le  mod e l of work whe re  p rod uctivity 
and  we ll-b e ing  sup p ort one  anothe r. If Malaysian org anizations can cre ate  
e nvironme nts that re sp e ct b ound arie s, value  contrib utions, and  nurture  g rowth, 
the y will no t only re d uce  d ise ng ag e me nt b ut also  foste r a he althie r, more  re silie nt, 
and  innovative  workforce . 
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