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Islerinden mutlu olmayan ¢ahsanlarin isten ayrilmak yerine en az ¢abayla islerine devam ettikleri durumu
tamimlamak igin sessiz istifa kavrami kullaniimaktadir. Belirlenmis islerin disinda rol iistii davranislarda
bulunmadan isine devam eden ¢alisanlar i¢in bu kavram kullanilmaktadr. Bu ¢alisanlar ayni zamanda isleri ile
yasamlart arasinda bir denge arayisina da girmislerdir. Sessiz isitfa daha sonra ¢alisanin is hayatini ve yine
kariyetini basitlestirerek diger yasam faaliyet alanlarina zamaninn fazlasin verebilecigi idddialaryla meydana
gelmistir. Bu baglamda ¢aligsma sessiz istifanin ig-yasam dengesinin iizerindeki etkisini saptamaktir. Bu amagla
saghk sektoriinde ¢alismakta olan 411 kisiye kolayda ornekleme temelinde goniilliiliik esasiyla ulasiimigtir.
Yapilan korelasyon analiziyle sessiz istifa ile ig-yasam dengesi arasinda r=0,129 kuvvetinde (p<0,05 anlamlilik
diizeyinde) pozitif yonde orta diizeyli anlaml bir iligki saptanmistir. Yapilan regresyon analizi ile sessiz istifanin
is-yasam dengesi tizerinde ($=0,105; p<0,05) pozitif etkisi saptannmugtir. Sessiz istifa algilamalari konusunda
yapilan fark testleri (t testi, ANOVA) sonucu elde edilen bulgularda ¢alisanlarin cinsiyet, statii, yas, egitim ve
kurumda c¢alisma siiveleri arasinda p<0,05 anlamlilik diizeyinde anlamli farklihiklar saptanmistir. Is-yasam
dengesi konusunda yapilan fark testleri sonucu elde edilen diger bulgularda ise ¢alisanlarin cinsiyet, statii, yas,
egitim ve kurumda ¢aligsma siireleri arasinda p<0,05 anlamlilik diizeyinde anlamli farkliliklar saptanamamigstir.

Anahtar kelimeler: Istifa, Sessiz Istifa, Is-Yasam Dengesi, Saghk Sektorii, Calisanlar
Abstract

The concept of quiet quitting is used to describe the situation where employees who are not happy with their jobs
continue their jobs with minimum effort instead of quitting. This concept is used for employees who continue their
jobs without engaging in extra-role behaviors outside of their designated jobs. These employees also seek a
balance between their work and life. Quiet quitting later occurred with the claims that the employee could simplify
their work life and career so that they could devote more of their time to other areas of life. In this context, this
study aims to determine the effect of quiet quitting on work-life balance. For this purpose, 411 people working in
the health sector were reached voluntarily on the basis of convenience sampling. The correlation analysis revealed
a moderately significant positive relationship between quiet quitting and work-life balance with r=0.129 (p<0.05
significance level). Regression analysis revealed a positive effect of quiet quitting on work-life balance (=0.105;
p<0.05). In the findings obtained as a result of the difference tests (t-test, ANOVA) on the perceptions of quiet
resignation, significant differences were found between gender, status, age, education and working hours at
p<0.05 level of significance. In the other findings obtained as a result of the difference tests on work-life balance,
no significant differences were found between the gender, status, age, education and working hours of the
employees at p<0.05 level of significance.
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1. Introduction

Quiet quitting made a quick entry into the business world with the video that went viral with the
Generation Z leadership on social media. It includes a cynical attack on the meaning and importance of
work. This phenomenon has been further reinforced by the emergence of newer, more streamlined social
media platforms that make it easier to exhibit inspiring life scenes. It has emerged as a move justifying
the claim of simplifying the work life and career so that more time can be devoted to other areas of life.
Generation Z, the pioneer of this trend, has been observed to have a different mentality than previous
generations in working life. As Generation Z grows up with smartphones and social media, they have
created a new understanding of the world, where the distinction between the digital realm and reality
becomes unclear. During this period, while the number of health workers working in hospitals increased
continuously, they had to work long hours, compromising themselves in order to fulfill their profession.
The health sector and its employees have become more important with the Covid-19 pandemic. The
health sector has been highly affected by the pandemic. When the pandemic ended, employees in the
sector, as in other sectors, started to show passive resistance to work, to search for the meaning and
definition of work, and to show minimum effort. In addition, it has pushed employees to seek balance
in such a manner that they can meet the need for self-realization between different demands on their
time and energy. In this context, the study aims to determine the importance and impact of quiet quitting
on work-life balance.

2. Quiet Quitting

The concept of quiet quitting is defined as continuing work life by conserving capacity in the work
environment through minimal performance (Yikilmaz, 2022: 582). This concept is now one of the most
commonly used phenomena today. This concept, which has been brought to the world's attention due to
the Covid-19 pandemic, is observed among employees exhibiting behaviors such as lack of motivation,
reluctance, staying away from work, refusal to take responsibility, or avoidance (Y1ldiz and Ozmenekse,
2022: 14). It can also be associated with concepts such as self-righteousness and passive aggression
towards the employer, with some employees displaying laziness to the detriment of their career. It can
be argued that quiet quitting is caused by the inability to create an organizational environment suitable
for meeting their physical and mental needs (Cimen and Yilmaz, 2023: 28).

It can be expressed as the employees' showing their time, health and energy at the workplace not at the
desired maximum level, but only at the minimum level necessary for the continuation of the work, and
not showing the expected dedication and sacrifice in the face of situations and events in any way
(Caliskan, 2023: 190). The concept of quiet quitting is not about employees leaving their jobs. It is about
employees focusing sufficiently on work-related processes within the time interval defined by the
employer to the employees and being distracted from work during non-work periods (Y1ikilmaz, 2022:
582). Employees give up tasks beyond their assigned duties and/or become less psychologically
committed to their work. During the process of quiet quitting, they were then less willing to engage in
activities known as organizational citizenship behaviors while performing their primary responsibilities.
It has become normal for them to be punctual, not coming to work early, or not attending non-
compulsory meetings (Klotz and Bolino, 2022).

Quiet quitting is when employees who are dissatisfied with their work avoid some work roles or
minimize their time in some work tasks while maintaining their organizational roles (Hamouche et al.,
2023: 5). Quiet quitting can be defined as the state of being at a level to do the minimum work required
for employees to maintain their jobs. To address the problem of quiet quitting, businesses are investing
in better office space, hybrid work support, improved employee health and employee feedback systems
aligned with business goals (Reicheld and Dunlop, 2023: 1).

Quiet quitting refers to a situation in which employees disengage from their jobs without actually
resigning and become less committed to their work (Pevec, 2023: 140). This refers to a situation where
employees limit their work activities to their job descriptions and prioritize their own well-being over
organizational goals. It often occurs due to low motivation, burnout or resentment against managers or
organizations. Although quiet quitting can help employees avoid burnout, it can also put their careers at
risk (Serenko, 2023: 7).
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It can be said that Generation Z has a big share in the quiet quitting being a concept that needs to be
taken into consideration. Unlike millennials, who have a high level of environmental awareness and
strict adherence to their rights, Generation Z questions stereotypes and acts by doing more than thinking.
The support of millennials in this effect should be considered to be substantial (Pearce, 2022; Youthall,
2022). The business world is changing at an ever-increasing pace, but one of the fundamental principles
of success is positive employer-employee relations. When organizations neglect their social
responsibilities, they ignore psychological contracts and employee job descriptions. When interpreted
unilaterally by the employee, the result is likely to be quiet quitting (Bell and Kennebrew, 2023: 8).

3. Work-Life Balance

Work-life balance is generally defined as the ability to balance work and non-work (Kiigiikusta, 2007:
53). Employees' lives are formed between these areas. When there is an imbalance between the two
spheres, people may face various problems in the individual, work or family spheres. When work-life
balance is not achieved, it leads to absenteeism and employees quitting their jobs (Amstad et al., 2011:
154). The focus is on the work-related career and achievements of employees, whereas the life-related
area includes activities that are more conducive to the enjoyment of their leisure time (Kahn et al., 1964).
In this context, compensation, diffusion, fragmentation, conflict, instrumental, expansion and boundary
theories are used to explain work-life balance (Tekin, 2022: 70).

In social relationships, parties contribute to each other and receive certain benefits. For example, in
marriages, spouses regularly contribute a certain amount of money, love and affection, housecleaning
and grocery shopping, and receive various benefits in return (Scher and Heise, 1993: 224). In the
organizational context, human resources management is expected to show an approach that aims to
encourage the balance between work and private life of employees. The interest in and importance of
work-life balance has three pillars. These are global competition, interest in family values and an aging
workforce (Lockwood, 2003: 2). Work-life balance, on the other hand, is the preservation of the integrity
between life, personal, work and family life for employees. The expectations of the workplace should
be considered to ensure harmony, maintain integrity, sustain a good quality of life, and establish healthy
relationships in both the family and social environment (Dogrul and Tekeli, 2010: 12). In addition, it
should also cover various demands and expectations of employees such as engaging in sports activities
outside of work life, meeting with relatives, participating in social activities, engaging in hobbies,
participating in social responsibility activities. (Allis and O’Driscoll, 2008: 274).

The concept of work-life balance is more commonly used as it does not show a sexist perspective and it
emphasizes the importance of other responsibilities as well as family responsibilities, although it is also
used as work-personal life integration, work-family balance, and work-family life harmony (Giimiis and
Tiirkyilmaz, 2017). The concept has different uses because it can bring these changes into balance when
there are various changes in people's lives. Changing jobs, having children, getting married, divorcing,
resigning or retiring can change the balance (Bird, 2003). In this respect, work-life balance is the ability
of the employee to manage the actual or potential conflict between different demands on his/her time
and energy in a way that meets his/her personal well-being and need for self-realization (Clutterbuck,
2003: 8).

Work-life balance is personal in nature and has objective indicators. Personal indicators are work or
private-centered life, reflection of work on private life or reflection of private life on work, harmony
between work and private life. Objective indicators are employment duration, leisure time, family roles
(Akm et al., 2017: 115). These roles should include the ability of the individual to balance the demands
of work and personal life and to achieve satisfaction in two different areas (Dilek and Yilmaz, 2016:
38). Achieving this satisfaction should include work-life balance programs, flexible working hours, part-
time work, work sharing, work from home, family support programs (Bostancioglu, 2014: 37). At this
point, changes in the social structure have revealed the importance of achieving work-life balance.
Organizations have begun to develop and implement work-life balance programs. Work-life balance
practices have prioritized creating a balance between work and private life (Korkmaz and Erdogan,
2014: 542). This balance can be explained on the basis of feeling satisfied at work, being functional and
the conflicts of work reflected in life. If employees feel satisfied at work, their functionality increases
and as a result, conflicts in their lives decrease (Clark, 2000: 748). Factors affecting work-life balance
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can be evaluated under two headings. These factors are individual and organizational factors. Individual
elements are the factors of work-life balance such as age, gender, marital status, and having children
(Altiok Giirel, 2018: 35). Organizational elements are work culture, work-specific expectations, non-
work life culture and non-work aspirations (Akin et al., 2017: 115).

4. Consequences of Work-Life Imbalance

Organizational indicators of work-life imbalance can be manifested through direct or indirect costs.
Direct costs include absenteeism, increased employee turnover, work slowdowns, strikes, increased
work accidents, decreased work performance, etc. (Kiigiikusta, 2007: 66). Observable attitudes and
behaviors of employees who cannot establish a work-life balance reveal some psychological and
physical problems. These problems create pressure on employees and cause behavioral disorders that
can be reflected in the work-family environment. In this case, a decrease in work efficiency is inevitable
(Altiok Giirel, 2018: 32).

5. Purpose, Method and Hypotheses of the Research

This study was conducted to determine the impact of quiet quitting on work-life balance. The study data
were obtained by using convenience sampling on the basis of relational survey model with health sector
employees on a voluntary basis. Giirbiiz and Sahin (2017) suggest that a sample size of 383 is sufficient
for a population of 100000 (at 5% reliability level). In this respect, the sample of the research is 425
health sector employees on a voluntary basis. However, 14 questionnaires were excluded because they
were incomplete and did not fit the normal distribution, and 411 samples were selected to ensure
population-sample fit. The data set was created through Google Forms, email and face-to-face.

The data created to include demographic statements as well as 2 scales were used in the research. Quiet
Quitting Scale was developed by Boz, Karayaman and Deniz (2023) and consists of 25 statements and
5 sub-factors. Deniz Kiigiikusta (2007) adapted the work-life balance scale developed by Fisher-
McAuley et al. (2003) into Turkish. The scale consists of 15 statements and 4 sub-factors. Demographic
guestions consisting of 5 statements were also added to the questionnaire. 411 health sector employees
filled out the questionnaire, which includes 40 statements in total, 5 Likert-type statements (1. Strongly
Disagree, -5. Strongly Agree) and 5 statements containing demographic information. The analysis of the
study was conducted using SPSS (24.0) statistical program. Statistical significance p<0.05 was required
for the analysis. Difference test, ANOVA, reliability, factor, correlation and regression analysis were
performed to evaluate the data in line with the hypotheses.

Demaographic

Silent
Quitting

Work-life

balance

v

Figure 1: Research model

Research hypotheses;
H1: Quiet quitting has a significant effect on work-life balance
H2: There are significant differences between demographic variables and quiet quitting

H3: There are significant differences between demographic variables and work-life balance
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5.1. Research Findings

This section includes the demographic characteristics of the 411 health sector employees who
participated in the study, reliability analysis of the scales, frequency distribution, correlation, regression
analysis, etc. and their interpretation. In addition, there are also descriptive statistical analyzes related to

demographic variables.

Sarkbay, O. F., 1428-1444

Table 1: Demographic characteristics

Gender n % Education n %
Female 232 56,4 Primary 64 15,6
Male 179 43,6 High School 73 17,8
Title n % Associate Degree | 134 32,6
White_Collar 241 58,6 Bachelor's degree 93 22,6
Blue_Collar 170 41,4 Postgraduate 47 11,4
Years of | n % Age n %
employment

0-5 years 159 38,7 18-23 75 18,2
6-10 years 37 9,0 24-43 236 57,4
11-15 years 157 38,2 44-58 100 24,3
16 years and older | 58 141

The majority of the participating health sector employees were female (n=232), their titles were white-
collar (n=241), they had an associate's degree (n=134), their working years were 0-5 years (n=159), and
their ages were 24-33 (n=236).

Table 2. Normal distribution data

Statistics | S.H.
QUIET QUITTING Mean 1,9778 ,04334
95% confidence mean Base 1,8926
Top 2,0630
5% Truncated mean 1,9091
Median 1,6400
Variance 772
S.S. ,87865
Min. 1,00
Max. 4,28
Distance 3,28
Interquartile mean ,76
Skewness 1,295 ,120
Kurtosis 476 ,240
WORKLIFE_BALANCE | Mean 2,1778 ,03536
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95% confidence mean Base 2,1083
Top 2,2473
5% Truncated mean 2,1620
Median 2,1333
Variance 514
S.S. ,71684
Min. 1,00
Max. 3,87
Distance 2,87
Interquartile mean 1,00
Skewness ,140 ,120
Kurtosis -,616 ,240

It was determined that the skewness - kurtosis values of the data set used in the research showed a normal
distribution (-3 to +3) (Kalayc1, 2010).

Table 3. Quiet quitting scale factor analysis

Element Cronbach_Alpha | KMO
1 5 3 1 5 Barlett

S01 ,838

S05 814

S03 784 0,965 0,782

S04 (78

S02 770

S06 ,666

S07 ,609

S08 ,831

S09 817

S12 ,686

S11 ,676

S10 ,658

S18 037

S17 713

S19 ,707

S21 677

S20 ,657

S13 182
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S14 , 752
S15 ,665
S16 ,624
S22 819
S23 , 728
S24 ,698
S25 ,995

It was determined that the item loadings of the quiet quitting scale with 25 statements and 5 factors were
between 0.595 and 0.838. Reliability analysis (0.965) was found to be highly reliable (Biiyiikoztiirk,
2007). The KMO Barlett test, indicating that the sample is sufficient and suitable for factor analysis, has
been determined to be sufficient and suitable for factor analysis with the result (0.782) (Kalayct, 2010).

Table 4. Work-life balance scale factor analysis

Element Cronbach_Alpha | KMO
1 > 3 4 Barlett

S29 ,855

S26 ,831

S27 187 0,845 0,805

S28 ,769

S30 757

S33 877

S32 ,861

S34 ,800

S31 724

S37 ,879

S36 ,876

S35 ,751

S38 712

S39 913

S40 ,913

It was determined that the item loadings of the work-life balance scale with 15 statements and 4 factors
were between 0.712 and 0.913. Reliability analysis (0.845) was found to be highly reliable
(Biiytikoztiirk, 2007). The KMO Barlett test, indicating that the sample is sufficient and suitable for
factor analysis, has been determined to be sufficient and suitable for factor analysis with the result
(0.805) (Kalayci, 2010).

Table 5. Difference test

Gender

Mean

S.S.

QUIET QUITTING

Female

232

2,1440

,92494

0,000
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Male 179 | 1,7625 76511
WORKLIFE_BALANCE | Female 232 | 2,2336 71159 0.072

Male 179 | 2,1054 71913 ’
Status N Mean S.S. p
QUIET QUITTING Blue-collar | 241 | 2,2687 ,90015

ite- 0,000

White 170 | 1,5654 | 65613

collar
WORKLIFE_BALANCE | Blue-collar | 241 | 2,1643 ;70259

White- 0,651

collar 170 | 2,1969 73824

The table reveals that there is a significant negative difference (p<0.05 significance level) between male
health sector employees and female employees in terms of quiet quitting. It has been determined that
there is a significant negative difference (p<0.05 significance level) between white-collar health sector
employees and blue-collar employees regarding quiet quitting. There were no significant differences in
work-life balance between gender (p=0.072) and status (p=0.651).

Table 6. Multiple comparison ANOVA (Age, education, years of employment)

Total Groups
Age square df Mean sq. F Sig.
QUIET_QUITTING Intergroup 78,973 2 39,487 67,819 ,000 18-23<
In-group 237,554 408 ,582 24-43
Total 316,527 410 44-58
WORKLIFE_BALANCE Intergroup ,621 2 ,310 ,603 ,548
In-group 210,061 408 ,515
Total 210,681 410
Total Groups
Years of employment square df Mean sq. F Sig.
QUIET_QUITTING Intergroup 129,599 3 43,200 94,058 ,000 11-15years<
In-group 186,929 407 ,459 0-5years
Total 6-10years
316,527 410
16 years+
WORKLIFE_BALANCE Intergroup 1,384 3 ,461 ,897 443
In-group 209,297 407 ,514
Total 210,681 410
Total Groups
Education square df Mean sq. F Sig.
QUIET_QUITTING Intergroup 37,000 4 9,250 13,435 ,000 Postgraduate<
In-group 279,528 406 ,688 Bachelor’s
degree
Total .
316,527 410 Associate deg.
High school
WORKLIFE_BALANCE Intergroup ,913 4 ,228 442 779
In-group 209,769 406 517
Total 210,681 410

ANOVA is used to determine whether the means between more than two groups differ at the significance
level (Kalayci, 2010:131). The table reveals that there is a significant difference (p<0.05 significance
level) between the age, education and employment duration of health care workers in terms of quiet

1435



Sarkbay, O. F., 1428-1444

quitting. However, no significant difference was found between the age, education and employment
duration of the respondents in the health sector in terms of work-life balance.

Table 7. Correlation analysis

QUIET
_QUITTING WORK-LIFE_BALANCE
QUIET QUITTING Pearson 1 129"
Cor.
Sig. (2) ,009
N 411 411
WORKLIFE_BALANCE | Pearson 129" 1
Cor.
Sig. (2) ,009
N 411 411

Correlation provides preliminary information on the causality of the relationship. Correlation analysis
shows the correlation coefficient "r" in the presence of a relationship and is between -1 and +1 (Giirbiiz
and Sahin, 2014). The correlation analysis revealed a weakly significant positive relationship between
quiet quitting and work-life balance with r=0.129 (p<0.05 significance level).

Table 8. Regression analysis

Non-standard Standardized )
Model t Sig. F R?
B S.H. Beta
(Fixed) 1,970 0,087 22,759 | 0,000
1 , 6,891 |0,17
QUIET QUIT | 0,105 0,040 0,129 2,625 0,009

a. Dependent: WORK-LIFE BALANCE=1,970+(0,105*QUIET QUITTING)

Regression analysis has been used to analyze the interaction between variables and to explain the change
in one of the two variables on the other (Giiris and Caglayan, 2005: 199). The results of the analysis
revealed that quiet quitting and work-life balance were statistically significant (F=6.891; p<0.05). The
coefficient of determination was R? =0.17 and 17.0% of the change in work-life balance was explained
by quiet quitting.

Table 9. Hypothesis results

Hypothesis Result

H1: Quiet quitting has a significant effect on | Accepted

work-life balance

H2: There are significant differences between | Accepted

demographic variables and quiet quitting Gender (p=0,001), Status (p=0,000), Age
(p=0,000), Education (p=0,000), Employment
duration (p=0,000)
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H3: There are significant differences between | Ret
demographic variables and work-life balance Gender (p=0,072), Status (p=0,651), Age

(p=0,548), Education (p=0,779), Employment
duration (p=0,443)

6. Discussion of Results

This study aims to determine the effect of quiet quitting on work-life balance, 411 people working in
the health sector were reached voluntarily on the basis of convenience sampling. The correlation analysis
revealed a weakly significant positive relationship between quiet quitting and work-life balance with
r=0.129 (p<0.05 significance level). The regression analysis revealed that quiet quitting had an effect
on work-life balance ($=0.105; p<0.05). There is no study in the literature investigating the relationship
and impact of quiet quitting and work-life balance. However, studies on some concepts close to quiet
quitting and studies on work-life balance and organizational behavior support this study. Some of these
studies can be summarized as follows;

Guest (2002) categorized the consequences of work-life balance as life satisfaction, job satisfaction,
mental health/well-being, stress/illness, behavior/performance at work, behavior/performance in non-
work life, impact on people at work, impact on people in non-work life. Kapiz (2002) stated that when
work-family and life balance is evaluated in the organizational context, employees who establish this
balance result in an increase in their productivity and work attendance rates, a continuous increase in
their self-motivation, and this increase positively affects their coworkers and results in an increase in
their organizational commitment. Kiigiikusta (2007) states that the organizational consequences of work-
life balance/imbalance are manifested in employee turnover, work slowdown, achievement, job
satisfaction, organizational commitment and work quality. Bildik (2009) claimed that organizational
silence has a significant negative relationship with transformative leadership, firm performance and
organizational commitment. McTernan et al. (2013) found that mobbing has a positive effect on
presenteeism through depression. Saeed and Faroogi (2014) found that with the loss of work-life
balance, employees' job satisfaction decreases and stress levels increase. In this context, he stated that
an effective balance between work and personal life means more satisfaction and happiness for
employees. Karanika-Murray et al. (2015) reported a negative relationship between presenteeism and
motivation. Fard and Karimi (2015) argued that there is a negative relationship between organizational
trust and organizational silence. Giirsel (2018) stated that organizational silence positively affects
organizational exclusion. Polat (2018) claimed that there is a moderate significant relationship between
the dimensions of work-life balance and job performance. Altiok Giirel (2018) states that individuals
who cannot establish a work-life balance have behavioral (observable), psychological and physical
problems. He stated that the pressure arising in the working individual as a result of the disruption of
the balance between work and private life leads to behavioral disorders that are first reflected in the
family and then in the work environment, and then to a decrease in productivity at work. Cobanoglu et
al. (2019) claimed that by ensuring work-life balance, accountability, productivity, teamwork, employee
engagement, communication, employee harmony, employee diversity and employee well-being increase
at the organizational level. izki (2019) states that employees experiencing work-family-life imbalance
face many negativities in personal and organizational life, and that these negativities are stress, role
conflict, decreased life satisfaction, work absenteeism, decreased organizational commitment, burnout
and decreased marital satisfaction. Qian and Fuller (2020) argued that women tend to experience more
stress and disruption in maintaining work-life balance after the pandemic. Tekin (2022) argued that as
the workload of respondent teachers increases, their work-life balance levels decrease, and as their
workload decreases, their work-life balance levels increase. Aksoy Kiirii et al. (2022) found that
protective silence has a significant positive effect on cognitive, affective and behavioral cynicism.
According to Sariipek et al. (2023), remote working, which has become normalized and widespread with
the pandemic, has blurred the boundary between work life and non-work life. He emphasized the need
for managers and human resources departments to adapt to changes in human resource policies as well
as corporate strategies in the new working order. Oztirak (2023 ) stated that the work-life balance of civil
aviation cabin crew members negatively affected their burnout.
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7. Conclusion and Suggestions

In terms of health services of the health sector, it strives to realize the goal of health services based on
increasing the quality and expectation of life according to health in a fair manner based on needs and
requirements. Social expectations are that this service should be provided by healthcare professionals in
a cheap, high quality, accessible, convenient, adequate, effective, efficient and scientific manner. The
provision of this service has become even more important in the Covid-19 pandemic. Along with its
importance, quiet quitting is one of the most popular concepts in the aftermath of the pandemic. This
concept has been used to describe employees leaving their jobs after the pandemic or entering a process
of quiet quitting. During this period, some of the employees could not leave their jobs for various
reasons. The concept of quiet quitting is used for employees who carry out only the tasks outlined in
their job requirements, without taking on any additional responsibilities in their work life. Work-life
balance refers to the equilibrium between one's professional and personal life. In this context, the study
aims to determine the impact of quiet quitting on work-life balance. For this purpose, 411 people
working in the health sector were reached on a voluntary basis with the relational survey model on the
basis of convenience sampling. The correlation analysis revealed a weakly significant positive
relationship between quiet quitting and work-life balance with r=0.129 (p<0.05 significance level). The
regression analysis revealed that quiet quitting had an effect on work-life balance (f=0.105; p<0.05).
According to the results of t-test and ANOVA, significant differences were found between gender
(p=0.000), status (p=0.000), age (p=0.000), education (p=0.000), and employment duration (p=0.000).
However, no significant difference was found between work-life balance and gender (p=0.072), status
(p=0.651), age (p=0.548), education (p=0.779), and employment duration (p=0.443) of healthcare
workers. Based on the findings, the following recommendations can be made to health sector employees
and managers;

e Managers should be more transparent in their use of work-related power and authority towards
employees,

e Increasing social activities to ensure social interaction among employees, including their private
lives,

e Developing long-term business policies to ensure that employees are paid what they think they
deserve,

e Providing suitable conditions for employees to participate in decision-making processes,

e Managers avoid using high power distance when listening to employees' problems,

e Managers can align the goals and objectives of the organization with those of the employees,
e Appealing to employees' emotions by using non-material rewarding methods,

e Employing managers in jobs and departments that are compatible with the knowledge, skills
and abilities of employees and their areas of expertise,

e Organizing activities to increase the cooperation of employees both inside and outside the
organization,

e |t can be suggested to create a suitable organizational climate with open door policies where
employees can share their suggestions and requests.
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Genisletilmis Ozet

Islerinden mutlu olmayan calisanlarin isten ayrilmak yerine en az ¢abayla islerine devam ettikleri
durumu tanimlamak igin sessiz istifa kavrami kullanilmaktadir. Belirlenmis islerin disinda rol istii
davraniglarda bulunmadan isine devam eden galisanlar i¢in bu kavram kullanilmaktadir. Bu ¢alisanlar
ayn1 zamanda igleri ile yasamlari arasinda bir denge arayisina da girmislerdir. Bu baglamda calisma
sessiz istifanin is-yagsam dengesinin lizerindeki etkisini saptamaktir. Bu amagla saglik sektoriinde
caligmakta olan 411 kisiye kolayda ornekleme temelinde goniilliilik esastyla ulasilmistir. Yapilan
korelasyon analiziyle sessiz istifa ile is-yasam dengesi arasinda r=0,129 kuvvetinde (p<0,05 anlamlilik
diizeyinde) pozitif yonde orta diizeyli anlaml1 bir iligki saptanmustir. Yapilan regresyon analizi ile sessiz
istifanin ig-yasam dengesi lizerinde ($=0,105; p<0,05) pozitif etkisi saptanmistir. Sessiz istifa
algilamalar1 konusunda yapilan fark testleri (t testi, ANOVA) sonucu elde edilen bulgularda ¢alisanlarin
cinsiyet, statii, yas, egitim ve kurumda ¢aligma siireleri arasinda p<0,05 anlamlilik diizeyinde anlamli
farkliliklar saptanmistir. Is-yasam dengesi konusunda yapilan fark testleri sonucu elde edilen diger
bulgularda ise calisanlarin cinsiyet, statii, yas, egitim ve kurumda ¢alisma siireleri arasinda p<0,05
anlamlilik diizeyinde anlamli farkliliklar saptanamamustir.

Bu ¢aligma sessiz istifanin is-yasam dengesi iizerindeki etkisinin belirlenmesi i¢in yapilmigtir. Caligma
verilerine iligkisel tarama modeli esasiyla saglik sektorii ¢alisanlariyla goniilliiliik temelinde kolayda
ornekleme kullanilarak ulagilmistir. Giirbiiz ve Sahin (2017)’e gore 100000 kisilik evrenin (%5
giivenilirlik diizeyinde) 6rneklem sayisinin 383 olmasi yeterlidir. Bu yoniiyle arastirmanin 6rneklemini;
goniilliiliik esasina gore 425 saglik sektorii calisanidir. Ancak 14 anket eksik ve normal dagilima uygun
olmadigindan ¢ikartilarak 411 6rneklem ile anakiitle-6rneklem uyumu saglanmustir. Veri seti Google
Formlar, e-posta ve yliz yiize olusturulmustur.

Arastirmada 2 6lgegin yan1 sira demografik ifadeleri icerecek sekilde olusturulan veriler kullanilmisgtir.
Sessiz Istifa Olgegi Boz, Karayaman ve Deniz (2023) tarafindan gelistirmis olup 25 ifade 5 alt faktorden
olusmaktadir. Fisher-McAuley vd. (2003) tarafindan gelistirilen is-yasam dengesi Olgegini Deniz
Kiiciikusta (2007) Tiirkge’ye uyarlamistir. Olgek 15 ifade ve 4 alt faktdrden olusmaktadir. Ankete ayrica
5 ifadeden olugsan demografik sorular eklenmistir. Toplamda 40 ifade 5°li (Likert tipi) (1.Hig
Katilmiyorum,-5.Tamamen Katiliyorum) ve 5 adet demografik bilgiler iceren ifadeleri kapsayan anketi
411 saghik sektorii calisani tarafindan doldurmustur. Arastirmanin analizi SPSS (24.0) istatistik
programi araciligryla yapilmigtir. Analizler igin istatistiksel anlamlilikta p<0,05 aranmustir. Hipotezlerin
dogrultusunda verilerin degerlendirilmesi i¢in fark testi, ANOVA, giivenilirlik, faktor, korelasyon ile
regresyon analizi yapilmistir.
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Bu ¢alisma sessiz istifanin is-yasam dengesinin tizerindeki etkisini saptamak amaciyla saglik sektoriinde
calismakta olan 411 kisiye kolayda ornekleme temelinde goniilliilik esasiyla ulasilmistir. Yapilan
korelasyon analiziyle sessiz istifa ile is-yasam dengesi arasinda r=0,129 kuvvetinde (p<0,05 anlamlilik
diizeyi) pozitif yonde zayif diizeyli anlamli bir iligki saptanmistir. Yapilan regresyon analizi ile sessiz
istifanin ig-yasam dengesi iizerinde (f=0,105; p<0,05) etkisi saptanmistir. Alanyazinda sessiz istifa ve
is-yasam dengesinin iliskisi ve etkisini arastiran bir ¢alismaya rastlanmamistir. Ancak sessiz istifaya
yakin bazi kavramlar ile ig-yagam dengesi ve orgiitsel davranig konulartyla ilgili calismalar bu ¢alismay1
destekler niteliktedir. Bu ¢alismalardan bazilar sdyle 6zetlenebilir;

Guest (2002) is-yasam dengesinin sonuglarini; yasam doyumu, is doyumu, ruh sagligi/refahi,
stres/hastalik, iste davranig/performansi, is dis1 yasamda davranisi/performansi, c¢alisan kisiler
iizerindeki etkisi, is dis1 yasamdaki kisiler tizerindeki etkisi olarak kategorize etmistir. Kapiz (2002) is-
aile ve yasam dengesi oOrgiitsel baglamda degerlendirildiginde ise, bu dengeyi kuran calisanlarin
verimliliginde ve ise devam oranlarimin yiikselis, 6z motivasyonlarinin siirekli olarak artig ve bu artigin
calisma arkadaslarimi1 pozitif yonde etkilemesi ve Orgiitsel bagliliklarinin da yiikselmesiyle
sonuclandigini belirtmistir. Kiiclikusta (2007) is-yasam dengesi/dengesizliginin orgiitsel sonuglari,
calisan devir hizi, is yavaglatma, basari, is doyumu, orgiitsel baghilik ve is kalitesinde kendini
gostermektedir. Bildik (2009) orgiitsel sessizligin doniistiiriicli liderlik, firma performansi ve orgiite
baglilik arasinda negatif yonlii anlamli bir iliskisi oldugunu iddia etmistir. McTernan vd. (2013)
mobbingin depresyon araciligiyla presenteizm tizerinde pozitif yonde etkili oldugunu saptamistir. Saeed
ve Farooqi (2014) ig-yasam dengesinin kaybiyla ¢aliganlarin is doyumu azalmakta ve stres diizeylerini
artmaktadir. Bu baglamda is ve kisisel yasam arasinda saglanan etkin bir dengenin ¢alisanlar i¢in daha
fazla doyum ve mutluluk anlamina geldigini ifade etmistir. Karanika-Murray vd. (2015) presenteizm ile
motivasyon arasinda negatif yonli iliski oldugunu belirtmistir. Fard ve Karimi (2015) orgiitsel giiven
ile orgiitsel sessizlik ile arasinda negatif yonlii bir iliskisi oldugunu ileri stirmiistiir. Giirsel (2018)
orgiitsel sessizligin orgiitsel dislanmay1 pozitif yonlii etkiledigini ifade etmistir. Polat (2018) Is-yasam
dengesinin boyutlariyla is performansi arasinda orta diizeyli anlamli iligski bulundugunu iddia etmistir.
Altiok Giirel (2018) is-yasam dengesini kuramayan bireylerde, davranigsal (gdzlenebilen), psikolojik ve
fiziksel birtakim sorunlar oldugu goriilmektedir. Is ve 6zel yasamdaki dengenin bozulmasi sonucu
calisan bireyde olusan baskinin, 6nce aile daha sonra i ortamina yansiyan davranis bozukluklarina, daha
sonra isteki verimin azalmasima neden oldugu belirtilmektedir. Cobanoglu vd., (2019) is-yasam
dengesinin saglanmasiyla orgiitsel diizlemde hesap verebilirlik, verimlilik, ekip ¢alismasi, calisan
baglilig1 iletisim, ¢alisan uyumu, ¢alisan ¢esitliligi ve calisanlarin iyi olma halinde artis oldugunu iddia
etmistir. Izki (2019) is-aile-yasam dengesizligi yasayan calisanlarin kisisel ve orgiitsel yasamda birgok
olumsuzlukla kars1 karsiya kaldigini, olumsuzluklarin stres, rol ¢atigmasi, yasam doyumunun azalmasi,
ise devamsizligi, orgiitsel bagliligin azalmasi, tilkkenmislik ve evlilik doyumunun diigsmesiyle ifade
etmektedir. Qian ve Fuller (2020) pandemi sonrasi kadinlarin is-yasam dengesinin saglanmasi
konusunda daha fazla stres ve bozulma yasama egiliminde oldugunu ileri siirmiistiir. Tekin (2022)
katilimer 6gretmenlerin is yiiki arttikca is-yasam dengesi diizeyleri de azalmakta, is yiikleri azaldikga
is yasam dengesi diizeylerinin arttigini ileri stirmiistiir. Aksoy Kiirii vd. (2022) korumaci sessizligin
biligsel, duyussal ve davranigsal sinizm iizerinde pozitif yonlii anlamli etkisi oldugunu saptamistir.
Sariipek vd. (2023) pandemiyle normallesen ve yayginlasan uzaktan ¢aligma, is yasamiyla is dig1 yasam
arasindaki simir1 muglaklastirmistir. Yeni calisma diizeninde yoneticilerin ve insan kaynaklar
birimlerinin, kurumsal stratejilerin yani sira insan kaynagi politikalarindaki degisikliklere uyum
saglamalar1 gerekliligini vurgulanmustir. Oztirak (2023) sivil havacilik kabin memurlarinin is-yasam
dengesinin, tiikenmisliklerini negatif etkiledigini ifade etmistir.

Saglik sektoriiniin saglik hizmetleri agisindan, ihtiyag ile gereksinimlere gore adil bir sekilde, sagliga
gore yasam Kkalitesi ve beklentisini artirmaya dayali saglik hizmeti hedefini gergeklestirmeye
caligmaktadir. Toplumsal beklentiler ise; ucuz, kaliteli, erisilebilir, kullanigli, yeterli, etkili, verimli,
bilimsel olarak bu hizmetin saglik ¢alisanlar1 tarafindan verilmesidir. Bu hizmetin sunumu Covid-19
pandemisinde daha da dnemli hale gelmistir. Bu 6nemle birlikte pandemi sonrasinda oldukga popiiler
olan kavramlardan birisi de sessiz istifadir. Bu kavram c¢alisanlarin pandemi sonrasi islerinden
ayrilmalar1 veya sessiz istifa siirecine girmelerini tarif etmekte kullanilmistir. Bu siirecte calisanlarin bir
kismu islerini degisik nedenlerle birakamadilar. Is gereklerinde belirlenen isleri yaparak ekstra herhangi
bir sorumluluguna girmeden is hayatini siirdiiren ¢aligsanlar i¢in sessiz istifa kavrami kullanilmaktadir.
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Is-yasam dengesi ise is ile 6zel yasam arasindaki dengenin kurulabilmesidir. Calisma bu baglamda sessiz
istifanin is-yasam dengesi iizerindeki etkisini tespit edebilmektir. Bu amagla saglik sektoriinde
caligmakta olan 411 kisiye kolayda 6rnekleme temelinde iligkisel tarama modeliyle goniilliiliik esasinda
ulasilmistir. Yapilan korelasyon analiziyle sessiz istifa ile is-yasam dengesi arasinda r=0,129 kuvvetinde
(p<0,05 anlamlilik diizeyinde) pozitif yonde zayif diizeyli anlamli bir iliski saptanmistir. Yapilan
regresyon analizi ile sessiz istifanin ig-yasam dengesi iizerinde (B=0,105; p<0,05) etkisi saptanmustir.
Yapilan t testi ve ANOVA sonuglarinda sessiz istifa konusunda saglik ¢calisanlarinin cinsiyet (p=0,000),
statii (p=0,000), yas (p=0,000), egitim (p=0,000), calisma siiresi (p=0,000) ile arasinda anlaml
farkliliklar saptanmistir. Ancak is-yasam dengesi ile saglik calisanlarinin cinsiyet (p=0,072), statii
(p=0,651), yas (p=0,548), egitim (p=0,779), calisma siiresi (p=0,443) arasinda anlamli farklilik
saptanamamuistir. Eldeki bulgular ile saglik sektorii ¢alisanlarina ve yoneticilerine su oneriler yapilabilir;

Yoneticilerin, calisanlara karsi ise yonelik giic ve otorite kullaniminda daha seffaf davranmasi,
Caliganlar arasindaki sosyal etkilesimin saglanmasina yonelik olarak 6zel hayatlarini da kapsayacak
sosyal etkinliklerin artirilmasi, Calisanlarin hak ettiklerini diigiindiikleri {icretlerin verilmesine yonelik
uzun vadeli isletme politikalar1 gelistirilmesi, Calisanlarin karar alma siireclerine katilimlarinin
saglanabilmesinde uygun ortamlarin saglanmasi, Yoneticilerin, ¢alisanlarin problemlerini dinlerken
yiiksek gilic mesafesini kullanmaktan kaginmasi, Yoneticilerin igletmenin amag¢ ve hedefleriyle
calisanlarin amag¢ ve hedeflerini Ortiistiirebilmesi, Calisanlarin maddi olmayan o&diillendirme
yontemlerinin kullanilarak duygularina da hitap edilmesi, Yoneticilerin, ¢alisanlarin bilgi, beceri ve
kabiliyetleriyle uzmanlik alanlarina uyumlu islerde ve boliimlerde calistirilmasi, Caliganlarin hem
kurum iginde hem de kurum disinda is birliklerini artiracak etkinlikler yapilmasi, Calisanlarin 6neri ve
isteklerini paylasilabilecekleri acik kapi1 politikalariyla uygun orgiitsel iklimin olusturulmasi 6nerilebilir.
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