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Abstract

This study aims to examine the effect of quiet quitting management on employees’ deviant
behaviors considering the mediating role of job identity. This applied, descriptive-correlational
study was conducted on 385 employees of the Social Security Organization of Tehran in 2025,
selected through convenience sampling. Data were collected using the Quiet Quitting Scale
(Galanis et al., 2023), Deviant Workplace Behavior Questionnaire (Bennett & Robinson), and
Job Identity Questionnaire (Ashforth & Mael). Instrument reliability and validity were confirmed.
Data analysis was performed through Structural Equation Modeling using SPSS and
SmartPLS software. Results revealed that quiet quitting management significantly and
negatively affected deviant workplace behaviors (f = —0.449). Quiet quitting management also
had a significant negative effect on job identity (f = —0.445), while job identity exerted a strong
negative influence on deviant behaviors (f = -0.652). Job identity partially mediated the
relationship between quiet quitting management and deviant behaviors (indirect effect =
-0.290). The model explained 62.7% of the variance in deviant behaviors and 60.3% of the
variance in job identity. Effective management of quiet quitting combined with strengthening
employees’ job identity plays a crucial role in reducing deviant workplace behaviors and
enhancing organizational health.
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Extended Abstract
Introduction
The rapid transformation of contemporary work environments has profoundly altered the nature of
the employee—organization relationship, giving rise to new patterns of occupational behavior that
extend beyond traditional constructs of commitment and turnover. One of the most salient of these
emerging phenomena is quiet quitting, defined as the psychological withdrawal of employees who
continue their formal employment while limiting their engagement strictly to minimal job
requirements. This phenomenon has attracted considerable scholarly and managerial attention,
particularly in the post-pandemic era, as organizations worldwide report declining engagement
levels, rising emotional exhaustion, and erosion of discretionary effort (Formica & Sfodera, 2022;
Granger, 2022; Harter, 2022; Klotz & Bolino, 2022). Quiet quitting is not merely a behavioral anomaly
but reflects a deeper structural shift in employees’ perceptions of work meaning, fairness, identity,
and reciprocal obligation (Arar et al., 2023; Gratton, 2021).
Recent theoretical developments conceptualize quiet quitting as a form of silent resistance, emerging
from prolonged exposure to excessive job demands, weak organizational support, leadership
deficiencies, and psychological contract breaches. The Job Demands—Resources framework
provides a useful lens for understanding this process: when demands consistently exceed available
psychological and organizational resources, employees protect their well-being by disengaging
emotionally and cognitively from work, thereby entering a state of silent withdrawal (Bakker &
Demerouti, 2017). Empirical evidence further suggests that quiet quitting has become particularly
prevalent among younger workforce cohorts, especially Generation Z and millennials, who
demonstrate heightened sensitivity to issues of work meaning, identity coherence, and
organizational justice (Ebrahimi, 2025; Taufik et al., 2024; Xueyun et al., 2023).
Parallel to this phenomenon, organizations face an escalating incidence of deviant workplace
behaviors—covert actions that undermine organizational norms, efficiency, and ethical climate.
While such behaviors range from mild neglect and disengagement to more severe forms of rule-
breaking, emerging scholarship increasingly recognizes quiet quitting as a fertile breeding ground
for these behavioral deviations (Atalay & Dagistan, 2024; Scheyett, 2022). Quiet quitting, therefore,
operates not only as an outcome of dysfunctional work systems but also as a precursor to more
disruptive organizational consequences.
A critical yet underexplored psychological mechanism within this process is job identity. Job identity
represents the extent to which individuals define themselves through their professional role,
internalize organizational values, and derive meaning from their occupational engagement. When
job identity deteriorates, employees experience identity dissonance, leading to psychological
distancing, motivational collapse, and eventual behavioral withdrawal (Aydin & Levent, 2025;
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Ebrahimi, 2025). Phenomenological perspectives emphasize that such identity transformations arise
from employees’ lived experiences within organizational contexts rather than from structural
variables alone (Danaeifard & Kazemi, 2010; Hadvinejad & Tamaddon, 2014; Van Manen, 2016).
Consequently, managing quiet quitting requires not only structural reforms but also deep
engagement with employees’ subjective meaning systems.

Within the Iranian organizational context, scholars have begun conceptualizing this phenomenon
through the lens of silent human resource management, arguing that traditional HR practices fail to
address the subtle psychological processes underlying quiet withdrawal (Mousavi et al., 2025;
Nargesian & Sadrpour, 2024). International research further underscores the pivotal role of leadership
quality and psychological safety in preventing silent resignation and its destructive consequences
(Koelhi & Lidstromer, 2024; Ts & Sasikumar, 2025). Despite these advances, few empirical studies
have simultaneously examined the interrelationship between quiet quitting management, job identity,
and deviant workplace behaviors within a comprehensive explanatory framework.

Accordingly, this study seeks to investigate the structural relationships between quiet quitting
management, job identity, and deviant workplace behaviors, with particular attention to the mediating
function of job identity in translating managerial interventions into behavioral outcomes.

Methods and Materials

This applied study employed a descriptive-correlational design with a quantitative approach. The
statistical population consisted of all employees of the Social Security Organization of Tehran during
the first half of 2025. Using Cochran’s sampling formula, a sample of 385 participants was selected
through convenience sampling.

Data were collected using three standardized instruments: a Quiet Quitting Management
guestionnaire, the Deviant Workplace Behavior Scale, and a Job Identity questionnaire. Prior to data
analysis, reliability was verified using Cronbach’s alpha coefficients, and construct validity was
assessed through confirmatory factor analysis.

Data analysis was conducted in two stages. Descriptive statistics summarized sample characteristics
and variable distributions. Inferential analysis was performed using Partial Least Squares Structural
Equation Modeling (PLS-SEM) with SPSS and SmartPLS software to examine direct and indirect
relationships among the study variables.

Findings

The results revealed a significant and negative direct effect of quiet quitting management on deviant
workplace behaviors (B = —0.449), indicating that stronger managerial practices aimed at identifying
and mitigating quiet quitting substantially reduce the incidence of deviant behaviors. Quiet quitting
management also demonstrated a significant negative effect on job identity (8 = —0.445), suggesting
that ineffective management of quiet withdrawal weakens employees’ professional self-concept.
Furthermore, job identity exerted a strong negative influence on deviant workplace behaviors (B =
-0.652). Mediation analysis confirmed that job identity partially mediated the relationship between
quiet quitting management and deviant behaviors, with a significant indirect effect (8 = —0.290). The
structural model explained 62.7% of the variance in deviant workplace behaviors and 60.3% of the
variance in job identity, demonstrating substantial explanatory power.

Predictive relevance indices (Q?2) indicated strong model predictive capability, and overall goodness-
of-fit measures confirmed excellent model adequacy.

Discussion and Conclusion

The findings demonstrate that effective management of quiet quitting is a critical organizational lever
for controlling deviant workplace behaviors. Organizations that actively identify silent disengagement
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and respond through supportive leadership, transparent communication, and identity-enhancing
interventions can significantly curtail harmful behavioral outcomes. The strong mediating role of job
identity highlights that managerial strategies influence behavior not merely through procedural
control but by reshaping employees’ self-concept and sense of meaning at work.

The results underscore the importance of transitioning from compliance-oriented management
models toward psychologically informed human resource systems that prioritize identity coherence,
emotional security, and professional dignity. When employees experience alignment between
personal values and organizational roles, they exhibit resilience against disengagement and
behavioral deterioration—even under adverse working conditions.

In conclusion, quiet quitting is not simply an individual coping mechanism but a systemic
organizational signal of deteriorating psychological infrastructure. Addressing this phenomenon
requires integrated interventions that combine leadership development, identity reinforcement,
participatory governance, and continuous psychological monitoring. Organizations that fail to act risk
a silent erosion of their human capital, operational integrity, and long-term sustainability.
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