
98      Nguyen Quang Anh et al. HCMCOUJS-Economics and Business Administration, 16(4), 98-113 

Quiet quitting in the era of hybrid work:  

A qualitative study on work motivation among generation Z 

Nguyen Quang Anh1, Nguyen Hoang Phuc2*, Huynh Trong Hien1, Luong Bich An2, 

Nguyen Thi Huong Giang2, Luong Thi My Duyen2 

1Song Hanh Institute for Business Administration, Ho Chi Minh City, Vietnam 
2University of Economics Ho Chi Minh City, Ho Chi Minh City, Vietnam 

*Corresponding author: phucnguyen.31221023675@st.ueh.edu.vn 

ARTICLE INFO ABSTRACT 

DOI:10.46223/HCMCOUJS. 

econ.en.16.4.4262.2026 

 

 

 

Received: March 27th,2025 

Revised: June 24th, 2025 

Accepted: July 01st, 2025 

 

 

 

JEL classification code:  

D23; M12; M14 

 

 

 

Keywords:  

extrinsic motivation; Gen Z 

employees; hybrid workplace; 

intrinsic motivation; quiet 

quitting  

With the growing prevalence of hybrid work, the 

phenomenon of quiet quitting has emerged as a critical 

challenge, particularly among Generation Z employees who seek 

purpose, autonomy, and work-life balance. This qualitative study 

aims to explore the motivational experiences of Gen Z 

employees in hybrid work environments and how these 

experiences relate to quiet quitting. Self-Determination Theory 

serves as a conceptual lens through which patterns emerge from 

the data. Data were collected through in-depth interviews and 

focus group discussions with 33 Gen Z employees and 05 

managers working in hybrid roles across various industries in 

Vietnam. Thematic analysis was employed to identify patterns 

related to intrinsic and extrinsic motivation and their connection 

to the quiet quitting phenomenon. This study uncovers key 

findings: (1) intrinsic motivation is weakened by social isolation 

and limited career growth, (2) extrinsic rewards alone are 

insufficient to sustain long-term engagement, and (3) leadership 

strategies play a pivotal role in mitigating disengagement. The 

study provides actionable recommendations for organizations, 

emphasizing the need for structured career development, 

enhanced recognition programs, and leadership approaches 

tailored to the expectations of Gen Z employees. These insights 

contribute to the evolving discourse on workplace motivation, 

offering a foundation for future research on employee 

engagement strategies in hybrid and remote work settings. 

1. Introduction 

The shift towards hybrid work models has transformed workplace dynamics, creating 

both challenges and opportunities for employees and organizations. Hybrid workplaces 

combine remote and in-office work arrangements, addressing challenges related to location, 

cost, and management, while providing employees with the flexibility of remote work and the 

collaborative benefits of in-person interactions (Cook et al., 2020; Malhotra & Reay, 2019). A 

survey by ManpowerGroup Vietnam (2022) shows that over 50% of companies plan to adopt 

a hybrid work model post-pandemic, reflecting the shift towards flexible work to attract and 

retain talent. Similarly, 62% of Vietnamese workers prefer a hybrid model, highlighting the 

growing demand for flexibility in the workplace. 
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Within this context, the phenomenon of quiet quitting has emerged as a growing 

concern. Unlike absenteeism or organizational withdrawal, quiet quitting refers to employees 

disengaging emotionally while fulfilling only their minimum job requirements (Kilpatrick, 

2022). Scholars differentiate it from other constructs like presenteeism or disengagement by 

positioning it as a reaction to overwork culture and emotional exhaustion (Galanis et al., 

2023). Many young workers are not passively withdrawing but actively setting work 

boundaries to protect their mental health and maintain balance, a conscious response to a 

digitalized, volatile work environment that differs from traditional forms of withdrawal 

(Gandini & Leonini, 2019). 

Previous research highlights motivation as a key factor influencing employee 

engagement and performance. However, most studies have predominantly examined this 

relationship within a traditional or fully remote workplace (Makki & Abid, 2017; Supriyono & 

Susmonowati, 2022). Despite the unique challenges and opportunities presented by hybrid 

work environments, limited research has explored how motivational factors impact the 

phenomenon of quiet quitting in this specific context. 

Compared to other motivational theories, such as the Job Demands-Resources model, 

Self-determination theory focuses on the fulfillment of basic psychological needs (autonomy, 

competence, relatedness), which are often challenged in hybrid work environments. Empirical 

evidence from Vietnam shows that autonomous motivation is crucial in shaping employee 

behavior and engagement (Nguyen et al., 2022; Nguyen & Vu, 2025). This study applies SDT 

to explore how motivation influences quiet quitting in hybrid settings, aiming to improve 

employee well-being and organizational resilience. The key research questions are as follows: 

(1) How do hybrid work characteristics affect Generation Z employees’ intrinsic and 

extrinsic motivation? 

(2) How do motivation deficiencies lead to quiet quitting among Generation Z 

employees in hybrid work? 

(3) What strategies can be implemented in hybrid working to discourage quiet quitting 

among employees and within organizations? 

2. Literature review 

2.1. Quiet quitting 

Quiet quitting is characterized by employees doing the bare minimum required for 

their jobs, avoiding extra effort or engagement (Radko, 2024; Scheyett, 2023). It reflects a 

broader cultural shift, particularly among younger generations, who prioritize personal well-

being over traditional career ambitions (Radko, 2024). Quiet quitting can significantly affect 

organizational dynamics, leading to decreased productivity and morale (Talukder & Prieto, 

2024). Though newly termed, quiet quitting reflects long-recognized reactions to unmet 

expectations, known as psychological contract breach, when unmet expectations lead 

employees to silently reduce effort and commitment (Suazo, 2009). 

The phenomenon of quiet quitting in hybrid work environments often stems from a 

disconnect between employees’ intrinsic and extrinsic motivation (Bansal & Garg, 2024). 

When employees lack intrinsic motivation, they often feel that their work does not provide 

meaning or personal satisfaction, leading to feelings of unfulfillment, reduced engagement, 

and ultimately quiet quitting (Radko, 2024). However, extrinsic motivation can temporarily 
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retain employees even when they are dissatisfied with their jobs (Dillard et al., 2024). 

Extrinsic motivation, while effective in the short term, can lead to overjustification, further 

straining intrinsic motivation and potentially resulting in disengagement (Bhadoriya & 

Chauhan, 2013). This is consistent with Serenko’s (2024) finding that relying heavily on 

extrinsic factors can cause employees to connect less with the intrinsic value of their work, 

thereby increasing the phenomenon of quiet quitting. 

Quiet quitting, caused by the Covid-19 pandemic and remote work, has affected all 

generations, especially Gen Z (Aydin & Azizoglu, 2022). Social distancing measures have 

reduced their sense of belonging and loyalty to organizations, making them the most vocal 

generation about this phenomenon (Aydin & Azizoglu, 2022). The impact of remote working 

on communication, including brainstorming, problem-solving, knowledge sharing, 

camaraderie, socialization, mentoring, and quiet quitting, continues to be a concern 

(Hofschulte-Beck, 2022). Generation Z, in particular, values work-life balance and may be 

more prone to quiet quitting if hybrid work conditions do not meet their expectations for 

career development and organizational support (Xueyun et al., 2023). 

2.2. Motivation 

Motivation drives organizational members to fulfill responsibilities and commitments 

(Jufrizen & Sitorus, 2021). Researchers often categorize motivation into two types: intrinsic 

and extrinsic, which help explain the diverse influences on human behavior (Yoo et al., 2012), 

particularly in changing work environments (Boyraz & Gilbert, 2024). 

Intrinsic motivation is the drive that encourages action and enhances self-determination, 

helping individuals reflect on their development (Ng, 2018). This motivation fosters a positive 

work environment, inspiring employees to exceed their responsibilities, especially in flexible 

settings, though limited supervision may create detachment from the organization (Saritha & 

Akthar, 2024). Intrinsic motivation promotes skill growth and progress (Garavan et al., 2004), 

while its absence can lead to quiet quitting (Serenko, 2024). Before the pandemic, intrinsic 

motivation thrived in on-site environments, direct organizational culture, and visible 

leadership (Pawirosumarto et al., 2017). The pandemic has shifted the ranking of intrinsic 

motivation sources, with the sense of choice and progress in work becoming more important 

(Majerova et al., 2021). In hybrid work environments, the increased autonomy can reduce 

social interaction, weakening emotional ties to the organization (Malviya & Gupta, 2022). 

Complex communication, constant pressure, and lack of rest can cause emotional exhaustion 

and lower performance (Hanzis & Hallo, 2024), even if intrinsic motivation is present 

(Herlambang et al., 2021). When employees feel unsupported or find no meaning in their work, 

they may do the minimum required, lacking genuine dedication (Serenko, 2024). 

Extrinsic motivation is a key to maintaining employee engagement and performance, 

especially when intrinsic motivation is lacking or insufficient (Mansyur et al., 2024). Extrinsic 

motivation involves pursuing desired outcomes or avoiding negative outcomes (Ke & Zhang, 

2010). In a hybrid work environment with limited supervision and low intrinsic motivation, 

material rewards like bonuses and promotions help maintain commitment and performance 

(Supriyono & Susmonowati, 2022). The post-pandemic period has made work motivation 

more complex, as employees now need not only incentives to work but also support to cope 

with technostress, social disconnection, and a lack of meaning (Chan et al., 2023). 

Furthermore, many unsatisfied employees continue to work because of financial pressures, 

limited labor markets, or contractual restraints (Dillard et al., 2024). Overemphasis on 
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extrinsic factors diminishes job enjoyment and genuine dedication (Fang et al., 2013). This 

leads to a cycle of overwork, unfairness, burnout, and quiet quitting as a way to cope (Fang et 

al., 2013; Serenko, 2024). 

2.3. Self-Determination Theory 

Self-Determination Theory (SDT) provides a valuable framework for understanding 

the motivations underlying the phenomenon of quiet quitting (Aydin & Azizoglu, 2022; 

Battaglio et al., 2022; Van den Broeck et al., 2016). This perspective also proves useful in 

Vietnamese settings where autonomous motivation strongly influences work behavior 

(Nguyen et al., 2022). SDT explains both intrinsic and extrinsic motivation, highlighting their 

impact on behavior, social and cognitive development, and personality formation (Ryan & 

Deci, 2000). This theory emphasizes the significance of fulfilling three fundamental 

psychological needs: competence, autonomy, and relatedness (Abdullah & Bangcola, 2024; 

Ryan & Deci, 2000; Van den Broeck et al., 2016). Autonomy refers to volition, the desire to 

self-organize experience and behavior, as well as to execute activity in alignment with one’s 

self-awareness, integration, and sense of freedom (Deci & Ryan, 2000). Competence concerns 

individuals’ capabilities, abilities, and skills, reflecting their effectiveness in achieving 

outcomes (Deci & Ryan, 2000). Relatedness encompasses feelings of belongingness, 

connection, and a sense of caring for others as well as being cared for (Deci & Ryan, 2000). 

These psychological needs play a decisive role in determining intrinsic motivation, which is 

inherently linked to engagement and job satisfaction (Pronin & Krivopuskov, 2022). By 

fulfilling competence, autonomy, and relatedness, SDT posits that employees are more likely 

to be intrinsically motivated, enhancing their overall well-being and job performance while 

reducing tendencies toward disengagement and quiet quitting (Deci et al., 2017). Additionally, 

extrinsic motivators, such as a system of rewards and penalties, can also play a complementary 

role (Doshi & McGregor, 2015). For instance, organizations often set specific targets for 

employees, offering rewards like promotions or other perks to those who meet these goals 

(Doshi & McGregor, 2015). 

When employees’ needs for competence, autonomy, and relatedness are unmet due to 

hybrid work arrangements, they are more likely to engage in quiet quitting. SDT explains that 

satisfying basic psychological needs enhances motivation, well-being, and job performance 

(Deci et al., 2017). Conversely, unmet needs lead to decreased motivation and negative health 

outcomes (Baumann & Sander, 2021). In the context of hybrid work arrangements, the lack of 

spontaneous feedback and visibility of achievements, which results from social distancing, can 

hinder competence, leading to disengagement and quiet quitting (Aydin & Azizoglu, 2022; 

Baumann & Sander, 2021). Remote work also impacts relatedness, as social distancing and 

limited face-to-face interactions can lead to isolation. Despite communication technologies, 

technostress from excessive information and communication technology use can result in 

loneliness and a loss of connection, which negatively affects employees’ sense of belonging 

(Gagné et al., 2022). Additionally, while job autonomy was initially thought to increase with 

remote work flexibility (Gajendran & Harrison, 2007; Wang et al., 2021), it may decrease 

when managers engage in close monitoring, undermining trust and autonomy (Fana et al., 

2021; Lange & Kayser, 2022). 

3. Research design 

To explore the relationship between intrinsic and extrinsic motivation and quiet quitting 

behaviors in hybrid work environments, this study will use qualitative research methods. 
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Purposive sampling targets two groups: (1) Gen Z employees of hybrid workplaces and 

(2) managers of hybrid teams. Participants must have at least six months of hybrid work 

experience to ensure they have passed the initial adjustment phase, where motivation and 

engagement may be unstable (Adil et al., 2023; Burt & Burt, 2015). 

In-depth interviews 

In-depth interviews help identify the factors influencing quiet quitting behaviors and 

understand how intrinsic and extrinsic motivations interact in hybrid workplaces. This method 

allows participants to share their views freely without being influenced by others (Boyce & 

Neale, 2006). According to Rodríguez-Montoya et al. (2024), interviews with employees 

uncover the causes and perceptions of quiet quitting while allowing themes to emerge from 

participants’ responses, deepening the understanding of this phenomenon. Based on the key 

elements of the Quiet Quitting Scale by Galanis et al. (2023), the study uses these elements to 

construct interview questions, ensuring they effectively capture employees’ experiences of 

quiet quitting. Dworkin (2012) recommends a minimum sample size of 25 - 30 participants to 

ensure in-depth analysis, clarification of conceptual relationships, and exploration of relevant 

cases in the data. 

The in-depth interview method uses a semi-structured guide, allowing researchers to 

explore emergent themes related to quiet quitting while maintaining pre-determined questions 

(Eppich et al., 2019; Osborne & Grant-Smith, 2021). Open-ended questions encourage 

participants to share detailed perspectives, revealing emotions and attitudes that closed 

questions may overlook (Hansen & Świderska, 2024). Data collection is discreet and secure, 

with interviews lasting 40 - 60 minutes. Tools like notebooks, audio recorders, and video 

devices are used to document information. After interviews, researchers analyze the data to 

identify recurring themes and patterns behind quiet quitting. 

Focus Group Interview (FGI) 

The focus group method is effective in understanding how people think, feel, and act 

on a specific topic (Freitas et al., 1998). Focus group discussions combine observation and 

interviews, promoting interaction and information sharing. This method helps explore intrinsic 

and extrinsic motivations related to quiet quitting in hybrid work environments, revealing 

collective behaviors and perceptions, and offering insights on how organizations can address it. 

Focus groups typically include 04 to 12 participants to balance diversity of 

perspectives and manageability (Freitas et al., 1998). Smaller groups are particularly effective 

for sensitive topics, as they are easier to moderate (Morgan, 1996). In this study, two focus 

groups were conducted: one with managers and one with employees. Those unable or 

unwilling to join were offered in-depth interviews instead. 

Data analysis 

Data were analyzed using Braun and Clarke’s (2006) 06 steps to ensure credibility. 

NVivo 15 supported coding, conceptual networks, group comparisons, and text searches for 

accurate conclusions. The combination of individual interviews and focus groups improved 

data collection and validation (Adami & Kiger, 2005; Halcomb & Andrew, 2005). Interviews 

provided in-depth insights, while focus groups explored shared opinions, enhancing 

understanding of the phenomenon (Lambert & Loiselle, 2008; Molzahn et al., 2005). Sample 

size followed data saturation, continuing until no new themes emerged (Guest et al., 2006). 

Participants were assigned to either interviews or focus groups in a non-systematic manner, 
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with flexibility for switching based on availability or preference (Rees et al., 2003; Taylor, 

2005). To ensure intercoder reliability, data were independently coded and compared to reach 

consensus (Coleman et al., 2024). Memoing recorded thoughts and decisions boosts 

transparency and reliability, especially when combined with computer-assisted analysis 

(Vicary et al., 2017). Final themes were identified based on frequency, relevance, and 

consistency, then checked through peer discussions and comparisons across data sources. 

4. Results 

4.1. Descriptive statistics 

Table 1 

Descriptive Statistics 

 In-depth Interview 
Focus Group 

Interview Employee 

Focus Group 

Interview Manager 

Total participants 27 6 5 

Gender    

Female 13 4 2 

Male 14 2 3 

Work experience    

< 01 year 10 0 0 

01 - 03 years 12 4 2 

> 03 years 5 2 3 

Hybrid work frequency per week 02 - 03 days/week 

Note. The Authors compile 

The study sample consisted of a total of 38 participants, including 27 in-depth 

interviewees, 06 focus group participants in the employee role, and 05 in the managerial role. 

In terms of gender, the sample was evenly distributed with 19 females and 19 males, ensuring 

a balanced representation of perspectives. Regarding work experience, 10 participants had less 

than one year of experience (all from the in-depth interview group), 18 had between one and 

three years, and 10 had more than three years of experience. The majority fell into the one-to-

three-year category, reflecting a workforce in the developmental stage of their careers. In 

terms of hybrid work frequency, most participants reported working at the office an average of 

two to three days per week. 

4.2. Themes 

4.2.1. Intrinsic motivational forces 

Intrinsic motivation directly impacts work motivation, especially in hybrid 

environments. Respondents 16, 18, 19, and 21 stated that personal feelings (sleepiness, 

fatigue, etc.) can reduce their enthusiasm at the start of work. Respondents 14, 17, 18, 19 

noted that hybrid work impacts motivation through time management. For example, 

interviewee 18 appreciated saving commute time and using it for self-care, like breakfast or 

coffee to boost energy. 05 respondents (6, 15, 19, 20, 26) emphasized that discipline is 

crucial - without direct supervision, distractions, and procrastination are more likely. 
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According to respondent 20, discipline is key in hybrid work, as it demands high self-

motivation without direct supervision. Low discipline leads to lower commitment, as 

employees lose their sense of responsibility and drive. 

In relation to work, the perception of meaning and value strongly influences dedication. 

17 interviewees said that feeling their work had purpose increased their enthusiasm and 

willingness to contribute. Respondent 23 stated that their motivation and enthusiasm at the 

start of the day came from feeling that they were gaining personal value from their work, not 

just from financial rewards. According to FGI employee 3, work motivation comes from clear 

direction, knowing what they want and need to achieve their goals, thus maintaining 

enthusiasm and excitement in their work. Conversely, ambiguity, lack of direction, and 

boredom negatively affect motivation. According to FGI employee 4, they only work at 70% 

and just support urgent, necessary tasks. 

The pressure from KPIs can make employees feel like their work no longer has 

personal meaning. While designed to guide performance, rigid application in hybrid 

environments can foster feelings of control and limit flexibility. 15 interviewees expressed 

concerns that unsuitable or overly demanding KPIs lead to demotivation and disengagement. 

According to FGI employees 2 and 5, they were not given suitable goals and had to work 

overtime and endure constant pressure to meet management’s expectations. FGI employee 4 

felt demotivated because the company’s policy pushed them to focus excessively on chasing 

KPIs and closing sales, far beyond what their role originally required. On the other hand, 

appropriately tailored KPIs can serve as a positive motivator. Respondents 15 and 27 viewed 

KPIs as essential for driving personal and professional growth. 

Autonomy and self-determination are positively correlated with work motivation. When 

work lacks autonomy and employees are not involved in decision-making, intrinsic motivation 

easily diminishes due to the loss of a sense of ownership and personal connection to the work. 8 

interviewees believe that autonomy and proactiveness significantly impact their work motivation. 

Interviewee 21 stated that one of the factors that boosts work motivation in a hybrid 

environment is the ability to flexibly decide when to start and stop work, as long as time and 

quality standards are met. In reality, leaders agree that empowering employees to make 

decisions fosters proactivity and flexibility. However, perspectives differ by sector. In 

manufacturing, strict processes limit employees’ decision-making autonomy (FGI managers 2, 3, 

4, 5). In contrast, business-to-customer settings like service centers require greater flexibility, as 

each customer situation is unique, making empowerment essential (FGI manager 1). 

4.2.2. Extrinsic motivational forces 

Extrinsic factors strongly influence employees' motivation and performance, especially 

in hybrid settings. Online communication often lacks clarity, hindering cross-department 

coordination, delaying conflict resolution, and heightening deadline pressure (12 respondents). 

06 employees in FGI revealed that limited face-to-face interaction weakens problem-solving. 

Especially in service roles, the interruption of hybrid workplaces makes it difficult for 

employees to approach and build trust with customers (FGI employee 6). Remote work also 

weakens colleague relationships, reducing collaboration and information flow, with prolonged 

isolation causing employees to feel unfocused and unmotivated (participants 2, 14, 16, 18, 19, 

and 27). Repetitive solo tasks in a low-interaction environment quickly become draining, with 

work feeling meaningless - even when targets were met, as shared by interviewee 2. The FGI 

manager 3, 5 claims that employees' inefficiency stems from the comfort of the hybrid 
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environment and advocates for closer supervision. However, management changes are resisted 

and poorly implemented. 

Respondents 3, 5, 6, 14, and 23 noted that the company largely neglects training, 

offering shallow programs without adequate support for skill development. This is worsened by 

weak management guidance, leaving employees to figure things out themselves (Participants 1, 

5, 6, 9, 24). Additionally, respondents 9, 12, and 24 report unfair treatment through uneven task 

allocation and favoritism, fueling dissatisfaction and reluctance to fully engage. 

Conversely, 17 participants mentioned leaders who provide positive support through 

timely feedback and clear development opportunities. However, high expectations from 

leadership, coupled with unrealistic targets, create stress and a sense of helplessness when 

resources are insufficient. Interviewee 22 shares that finishing tasks early often leads to extra 

assignments, causing employees to do the bare minimum to meet deadlines. Participant 1 

believes focusing too much on quantity often decreases quality. FGI employee 4 highlighted 

the unclear boundary between work time and personal time, making it difficult to balance 

work and life. She added that when starting a project, she intentionally uses only 75% of her 

capacity as a coping mechanism, allowing flexibility when expectations rise. 

A major issue is the company’s inadequate compensation policy. Although 

contributions are acknowledged, the company mainly provides a basic salary, with no 

opportunities for advancement or special recognition. This has led 13 participants to feel 

overlooked and stagnant in their career development. Interviewee 10 argued that evaluating 

only the final results, without considering effort, is unjust. As shared by interviewee 5, lower-

level employees, despite high contributions, receive fewer rewards than their higher-level 

counterparts. According to interviewee 1, the intern’s salary does not align with the workload, 

leading to dissatisfaction and eagerness to leave. This unfair compensation system undermines 

employee engagement and performance, causing dissatisfaction and reduced retention as 

employees seek fairer opportunities elsewhere. According to management FGI data, while 

recognizing the issues, a limited budget prevents the company from increasing salaries, 

improving benefits, or investing in quality training. 

Most participants (except for 7, 20, and 25, who focus on personal development) 

believe the lack of recognition and purpose in their work significantly lowers commitment and 

productivity. These employees feel disrespected, lose motivation, and only complete tasks 

minimally. However, 18 individual interview responses and 06 FGI employees highlighted 

that financial incentives are key to keeping employees engaged. Employees view their jobs 

primarily as a source of income, and fair compensation increases their likelihood of staying 

and contributing. 

4.2.3. Quiet quitting 

12 respondents indicated that an employee shows behaviours of quiet quitting when 

they do not proactively contribute ideas and do not tend to expand their relationships with 

colleagues within the organization. Primarily, they fulfill their assigned tasks without 

attempting to enhance or optimize their work. Participants 4, 7, 14, 15, 16, 17, 18, and 21 

rarely propose new ideas and typically follow familiar methods, showing little interest in 

changing or experimenting with new approaches. 

However, despite working in a holding pattern, 18 respondents across various 

professions still strive to maintain their performance and complete tasks on time, as the dynamic 
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work environment fosters their professional growth. Respondent 4 - a sales staff member at an 

English language center - believes that when colleagues support one another, it creates a positive 

atmosphere where the boss acknowledges and rewards good performance. Sometimes, the boss 

even buys food and drinks for employees to keep them motivated in the workplace (participant 

4). 03 FGI employees (participants 1, 2, 3) expressed their enthusiasm for the culture of mutual 

assistance, as they receive timely feedback and support regardless of whether they are working 

directly or online, outside of office hours, late at night, or even during holidays. 

With the increasing integration of AI in the workforce, the displacement of human labor 

has become more prevalent, leading to significant layoffs even within major corporations. In this 

context, 16 respondents remain in a holding pattern, prioritizing job stability to sustain their 

current income and retain company-provided benefits. The FGI manager 4 claims that economic 

disparities and individual expectations can influence how employees approach their work. While 

some employees are satisfied with their current salary and benefits, leading them to maintain 

only a minimal level of effort without seeking further development, others with higher financial 

or career advancement expectations may exhibit disengagement if these needs are not met. 

Quiet quitting not only reflects an individual’s work attitude but also generates reciprocal 

impacts on both employees and organizations. First, this phenomenon helps employees feel less 

pressured, not overloaded with work, and have more time for their healthcare (Participants 3, 4, 

6, 8, 9, 10, 11, 21). Respondent 21 believes that working just enough can help employees avoid 

burnout in a high-pressure work environment. However, if employees work at a reduced pace 

for an extended period, they will miss out on opportunities for personal development 

(Participants 1, 3, 6, 8, 11, 14, 27) and are more likely to be laid off (6, 14, 21). Respondent 23 

believes this situation will negatively affect the work atmosphere and other employees. 

From the business perspective, respondent 21 believes this could be an opportunity for 

the company to reconsider KPIs, management processes, or company culture, thereby 

improving work methods and employee motivation. However, 14 respondents believe that 

when employees fall into a state of working half-heartedly, it will create a stagnant work 

culture within the company and fail to achieve business effectiveness. When employees work 

at a standstill, lacking effort in innovation and creativity, the company also becomes slow to 

innovate, easily losing its competitive edge (participants 6, 14, 15, 21). 

5. Conclusion and implications 

5.1. Conclusions 

This study examines the motivational factors influencing quiet quitting in hybrid 

workplaces, revealing that disengagement primarily stems from unclear career progression, 

lack of recognition, and weak leadership support. Additionally, ineffective online 

communication, limited face-to-face interaction, and inadequate training programs contribute 

to reduced motivation. As a result, many employees adopt a minimal-effort mindset, 

particularly when extrinsic rewards are inconsistent or lacking. 

Despite these challenges, strong leadership and defined career pathways play a key role 

in sustaining engagement. Feelings of support and recognition can decrease disengagement. 

However, ongoing concerns about job stability, especially in the context of AI-driven changes, 

continue to affect employees’ willingness to engage. Furthermore, blurred boundaries between 

work and personal life in hybrid environments contribute to emotional exhaustion and 

decreased intrinsic motivation. A loss of autonomy and lack of recognition in virtual settings 
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often diminish one’s sense of purpose and belonging, while the absence of in-person social 

connection exacerbates detachment. 

Practically, the study helps organizations identify early signs and root causes of quiet 

quitting. These often manifest subtly through reduced initiative, task withdrawal, or low 

participation, and reflect deeper dissatisfaction rather than laziness. The findings underscore 

the importance of observing behavioral shifts, particularly in remote work settings where 

nonverbal cues are limited. 

Theoretically, the research contributes to a deeper understanding of motivation in hybrid 

work contexts. Drawing on self-determination theory, it explains how both intrinsic and extrinsic 

factors interact with organizational and technological conditions. It also emphasizes that 

motivation is dynamic and shaped by individual, organizational, and broader societal factors. 

Future research could explore how cultural differences influence quiet quitting 

behaviors, investigate the long-term effects of remote work on intrinsic motivation, and 

examine how the psychological contract between employees and organizations evolves in the 

digital era, particularly in the context of Vietnamese cultural values and norms. 

5.2. Management implications 

5.2.1. Implications for employees 

Self-reflection is crucial for employees who feel stagnant in their roles. If dissatisfaction 

stems from poor pay or limited growth, they should explore better job opportunities. If the issue 

lies with personal drive, improving performance could open up new career possibilities. In cases 

where growth seems limited, alternative career paths might be necessary. 

Open communication with managers and coworkers is key to addressing stagnation. 

Engaging with supervisors fosters a supportive atmosphere and helps employees feel recognized. 

For those early in their careers, interacting with leadership is essential for motivation. 

By communicating, employees can build relationships, increase engagement, and create 

advancement opportunities. Breaking down KPIs into smaller, manageable goals, such as daily 

or weekly targets, reduces stress, maintains motivation, and encourages steady progress. 

5.2.2. Implications for organizations 

Improving employee benefits and recognizing their efforts helps reduce stagnation. 

Simple programs like “Employee of the Month” or performance-based rewards make people 

feel valued and motivated. Clear and regular recognition, both verbal and material, builds 

stronger commitment. 

Employee engagement is maintained in a positive and transparent work environment. 

Supervisors should assign work according to employees' strengths and provide an environment 

that encourages candid discussions and idea exchange. Being adaptable, such as changing 

work schedules when necessary, promotes loyalty and well-being. 

Career growth opportunities keep employees from feeling stuck. Offering training, 

mentoring, or rotating roles helps them learn and face new challenges. Creative projects also 

bring meaning and excitement to work. 

Giving employees more control over their time and tasks builds trust and accountability. 

Tools like Zalo or Telegram keep communication easy without micromanaging. 
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