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Recieved: The purpose of this study is to examine the effect of teachers’ perceived workload on quiet quitting
11.05.2026 behavior and the mediating role of professional meaning in this relationship. The sample consists
Accepted: of 300 teachers working in the province of Kilis. Data were collected using the Workload
27.06.2026 Perception Scale, Quiet Quitting Scale, and Teachers' Professional Meaningfulness Scale, and
Article type: analyzed through statistical methods. The findings indicate that teachers’ perceived workload is at
Research article a moderate level, professional meaning is high, and quiet quitting levels are low. Significant

relationships were found among the variables, including a positive relationship between workload
and quiet quitting, as well as negative relationships between workload and professional meaning
and between professional meaning and quiet quitting. Independent samples t-test results revealed
that quiet quitting levels differ significantly by gender and are higher among male teachers. One-
way analysis of variance (ANOVA) results showed that workload and quiet quitting vary
significantly according to age, branch, and years of service. In particular, middle-aged teachers and
preschool teachers reported higher workload perceptions, while younger teachers exhibited higher
quiet quitting tendencies. Finally, professional meaning was found to play a partial mediating role
in the relationship between workload and quiet quitting. The findings suggest that reducing
teachers’ administrative workload and implementing branch-specific support policies, particularly
for preschool teachers, may help decrease quiet quitting by strengthening professional meaning.
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INTRODUCTION

Education is a dynamic phenomenon that has existed throughout human history and has evolved in
response to social changes. As human development has led to increasingly complex individual and
societal needs, education has gradually transformed into an organized structure, which in turn has
contributed to the institutionalization and expansion of schools (Kaymaz, 2021; Aslan, 2021). Given the
decisive role of education in societal development, the importance of teachers—one of the fundamental
components of the education system—has become even more prominent.

The teaching profession has long played a crucial role in the modernization of societies, the formation
of individuals, and the establishment of a civilized world order (Arabac1 & Polat, 2012). The fact that

teachers contribute to the upbringing of individuals from all segments of society (Ayas, 2009)
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demonstrates that teaching is not only an individual occupation but also a critical profession with social,
cultural, and economic dimensions. Unlike many other professions, teaching is characterized by a
multifaceted structure that involves continuous interaction with students, parents, and the wider
community (Bozbayindir, 2019). In addition to planning and implementing instructional processes,
teachers are also responsible for providing guidance, transmitting social values, and fulfilling multiple
responsibilities simultaneously (Unsal, 2021; Habaci et al., 2013). These diverse roles and
responsibilities transform teaching from a purely instructional activity into a complex profession
encompassing administrative, social, and psychological dimensions. Consequently, teachers’ workload
increases, which may in turn affect their professional performance.

Workload is defined as the amount of work that must be completed within a specific time frame and
according to predetermined quality standards, and it is associated with organizational efficiency as well
as the time and energy required by individuals to complete tasks (Oztiirk & Erdem, 2020). Excessive
workload experienced by teachers may negatively affect various variables such as job satisfaction,
motivation, and organizational commitment (Taskin & Nartgiin, 2023). This situation has also paved
the way for the emergence of “quiet quitting,” a phenomenon that has increasingly been discussed in
recent years within working life and has begun to appear in educational organizations.

Quiet quitting refers to employees performing only the tasks included in their job descriptions, avoiding
additional responsibilities, and exerting minimal effort toward their work (Yildiz & Ozmenekse, 2024).
Factors such as high workload, low wages, lack of career advancement opportunities, perceived lack of
appreciation from management, and burnout may lead to quiet quitting behaviors (Gtiler, 2023). It is
also conceptualized as a passive and inward-oriented response in which individuals express their
dissatisfaction with the work environment indirectly rather than explicitly (Karaman et al., 2024).
Research indicates that various factors contribute to the emergence of this behavior, including workload-
related stress, toxic management practices, questioning the meaningfulness of work, the pursuit of
autonomy, and feelings of being unappreciated (De Smet et al., 2022). In educational settings, quiet
quitting may lead to several negative outcomes such as decreased teacher motivation, loss of qualified
staff, weakened collaboration and teamwork, deterioration of organizational culture and climate,
reduced educational quality, and damage to institutional reputation (Yogurtcu et al., 2024; Yilmaz et al.,
2025). Therefore, quiet quitting can be considered a significant risk factor for the quality and reputation
of educational institutions. Considering these multifaceted effects of workload, it is thought that it may
not only produce direct outcomes but also play a determining role in how teachers attribute meaning to
their profession.

As in other professional groups, teachers seek meaning, belonging, and coherence in their work (Gogen
& Terzi, 2019). In this regard, professional meaning emerges as an important variable shaping teachers’
perceptions of their profession. Professional meaning refers to the alignment between teachers’ work
and their values, beliefs, and behaviors (Deviren & Aksit, 2025). The meaningfulness of work is

considered a key factor influencing individuals’ psychological well-being, development, and realization
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of life purpose (Mert & Balci, 2019). Teachers who perceive their profession as meaningful are reported
to demonstrate higher levels of commitment, perform their duties more willingly and effectively, and
contribute positively to both individual performance and overall school efficiency (Imal1 & Kaya, 2022).
Conversely, a weakening of perceived professional meaning may lead to negative outcomes such as
reduced motivation, lower job satisfaction, and decreased organizational commitment. Since teachers’
perceptions and attitudes directly affect students’ learning experiences, professional meaning is of
critical importance both for student development and teachers’ professional lives (Kog, 2014). In this
context, the interaction between perceived workload and professional meaning is considered to play an
important role in the emergence of quiet quitting behaviors. Increasing workload and decreasing
professional meaning may negatively affect teachers’ professional commitment and satisfaction, thereby
contributing to tendencies toward quiet quitting.

Accordingly, it is considered important to examine the mediating role of professional meaning in the

relationship between teachers’ perceived workload and quiet quitting behaviors. Identifying the

relationships among these variables is expected to contribute to enhancing teachers’ professional
effectiveness and improving the quality of teaching and learning processes. In line with this purpose,
the following research questions were addressed.

v What are the levels of perceived workload, quiet quitting behaviours and professional meaning
perceptions among teachers?

v Do teachers’ perceived workload, quiet quitting behaviors, and professional meaning perceptions
differ significantly according to gender, marital status, age, educational level, branch, and years of
professional experience?

v Is there a significant relationship between teachers’ perceived workload and quiet quitting
behaviors?

v Is there a significant relationship between teachers’ perceived workload and professional meaning
perceptions?

v Is there a significant relationship between teachers’ professional meaning perceptions and quiet
quitting behaviors?

v Does professional meaning play a mediating role in the relationship between perceived workload

and quiet quitting behaviors among teachers?

METHOD

Research Design

This study employed a relational (correlational) research design to examine the relationships among
teachers’ perceived workload, quiet quitting behaviors, and perceptions of professional meaning.
Correlational research aims to determine the direction and strength of relationships between variables

(Cetinkaya et al., 2016). In line with this purpose, the relationships among the variables addressed in the
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study were analyzed. In addition, the study investigated the mediating role of professional meaning in
the relationship between workload and quiet quitting. Mediation analysis aims to determine whether the
effect of an independent variable on a dependent variable occurs indirectly through a mediating variable

(Baron & Kenny, 1986). The mediation model developed within this framework is presented in Figure

1.
Professional
Meaning

Quiet Quitting

Figure 1. The mediating model of professional meaning in the relationship between workload and
quiet quitting

Population and Sample

The population of the study consisted of 2,993 teachers working at preschool, primary school, middle
school, and high school levels affiliated with the Kilis Provincial Directorate of National Education
during the 2025-2026 academic year. A simple random sampling method was employed in the study,
and data were collected from 308 teachers selected from the population. Eight datasets identified as
outliers were excluded from the analysis, and the final analyses were conducted using data obtained
from 300 teachers.

Descriptive information regarding the teachers who participated in the study is presented in Table 1.

Table 1. Descriptive characteristics of the participants from whom quantitative data were collected

Variable Category n %
Female 195 65.0
Gender
Male 105 35.0
. Single 95 31.7
Marital Status .
Married 205 68.3
21-30 years 76 253
31-40 years 132 44.0
Age
41-50 years 67 22.3
51 years and above 25 8.3
. Undergraduate 238 79.3
Educational Level
Graduate 62 20.7
Preschool 88 293

Branch
Classroom Teacher 48 16.0




International Journal of Progression and Development in Education, 2026 4(1), 15-34.

Variable Category n %
Subject Teacher 164 54.7
1-5 years 85 28.3
6-10 years 62 20.7
. o 11-15 years 57 19.0
Professional Seniority
1620 years 32 10.7
21-25 years 32 10.7
26 years and above 32 10.7
Preschool 64 21.3
Primary School 72 24.0
School Level )
Middle School 83 27.7
High School 81 27.0

According to Table 1, 65% of the participants were female and 35% were male. Regarding marital status,
68.3% of the teachers were married, while 31.7% were single. In terms of age distribution, 25.3% of the
participants were between 21 and 30 years old, 44% were between 31 and 40 years old, 22.3% were
between 41 and 50 years old, and 8.3% were aged 51 years and above. Concerning educational level,
79.3% of the participants held an undergraduate degree, whereas 20.7% had a graduate degree. Based
on branch distribution, 54.7% of the teachers were subject teachers, 29.3% were preschool teachers, and
16% were classroom teachers. In terms of professional seniority, 28.3% of the participants had 1-5 years
of experience, 20.7% had 6-10 years, 19% had 11-15 years, 10.7% had 1620 years, 10.7% had 21-25
years, and 10.7% had 26 years or more of professional experience. Regarding school level, 21.3% of the
teachers worked in preschools, 24% in primary schools, 27.7% in middle schools, and 27% in high
schools.

Data Collection Instruments

The quantitative data of the study were collected using the Personal Information Form, the Workload
Perception Scale for Teachers, the Quiet Quitting Scale for Teachers, and the Professional
Meaningfulness Scale for Teachers.

Workload Perception Scale: The scale developed by Keles Ay (2010) to determine teachers’
perceptions of workload is a one-dimensional measurement tool consisting of 11 items. The items are
rated on a 5-point Likert scale ranging from “1 = Strongly disagree” to “5 = Strongly agree.” In the
original development study, the scale was reported to explain 54.16% of the total variance, and the
Cronbach’s alpha internal consistency coefficient for the overall scale was reported as .86. In the present
study, the reliability of the scale was reexamined, and the Cronbach’s alpha coefficient was found to be
.834.

Teachers' Professional Meaningfulness Scale: Developed by Deviren and Aksit (2025) to determine
teachers’ levels of professional meaningfulness, the scale consists of six subdimensions—professional
self-understanding, professional satisfaction, professional relationships, social contribution,

professional transcendence, and work-life balance—and a total of 21 items. The scale is based on a 5-
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point Likert format, with items rated from “1 = Strongly disagree” to “5 = Strongly agree.” It was
reported that the scale explained 68.26% of the total variance, and the overall Cronbach’s alpha
reliability coefficients were .91 for exploratory factor analysis (EFA) and .93 for confirmatory factor
analysis (CFA). In the present study, the overall Cronbach’s alpha coefficient of the scale was calculated
as .964.

Quiet Quitting Scale: The Quiet Quitting Scale for Teachers, developed by Yiicedaglar, Gili¢, Uzun,
and Inand1 (2024), consists of three subdimensions—job-related performance, indifference toward
school, and job-related desensitization—and a total of 17 items. The scale uses a 5-point Likert format
ranging from “1 = Never” to “5 = Always.” In the original development study, the explained total
variance was reported as 58.64%, while the Cronbach’s alpha internal consistency coefficients were .85
for the job-related performance dimension, .83 for the indifference toward school dimension, and .74
for the job-related desensitization dimension. In the present study, Cronbach’s alpha coefficients were
found to be .816 for the job-related performance dimension, .703 for the indifference toward school
dimension, .750 for the job-related desensitization dimension, and .787 for the overall scale.

Data Collection and Analysis

Before the data collection process began, permission to use the scales was obtained from the developers
via e-mail. Ethical approval was obtained from the Ethics Committee of Kilis 7 Aralik University, and
an official research permission document was secured through the Ministry of National Education
(MoNE) Research Application Permission System. After obtaining verbal permission from
administrators of preschool, primary school, middle school, and high school institutions affiliated with
the Kilis Provincial Directorate of National Education specified in the permission document, the scales
were administered online to teachers via Google Forms between 08.12.2025 and 26.12.2025. The
collected data were first transferred to Microsoft Excel and subsequently analyzed using IBM SPSS
Statistics 25.0 software. The significance level for all analyses was set at .05. Initially, the normality of
the data distribution was examined by evaluating the skewness and kurtosis values of the scales. The
analyses revealed skewness and kurtosis values of .141 and —.593 for the workload scale, 1.302 and
1.847 for the quiet quitting scale, and —1.189 and 1.266 for the professional meaning scale, respectively.
Since all values were within the acceptable range of +2 and —2, the data were considered to approximate
a normal distribution (Biiyiikoztiirk, 2010); therefore, parametric tests were employed in the analyses.
Descriptive statistics (frequency, percentage, mean, and standard deviation), independent samples t-tests
for two-group comparisons, one-way analysis of variance (ANOVA) for multiple-group comparisons,
and correlation analysis to examine relationships among variables were utilized. In cases where ANOVA
indicated significant differences, the Tukey HSD test was performed to determine the source of the
differences. Furthermore, regression-based mediation analysis was conducted to examine the mediating
role of professional meaning in the effect of workload on quiet quitting. For this purpose, the PROCESS
Macro integrated into IBM SPSS Statistics 25.0 was used, and Model 4 developed by Hayes (2018) was

preferred for the mediation analyses. The significance of the mediation effect was tested using the
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bootstrap method with 5,000 resamples, and 95% confidence intervals were calculated. The absence of
zero within the obtained bootstrap confidence interval indicated that the indirect effect was statistically

significant.

FINDINGS
The mean, standard deviation, minimum, and maximum score values related to teachers’ workload,

professional meaning, and quiet quitting variables and their subdimensions are presented in Table 2.

Table 2. Descriptive statistics regarding teachers’ levels of workload, professional meaning, and quiet

quitting and their subdimensions

Scale Subdimension N M SD Min. Max.
Workload - 300 2.59 .80 1.00 4.64
Total 300 4.22 .50 1.57 5.00

Professional Self-Understanding 300 4.00 .93 1.00 5.00

Professional Satisfaction 300 4.39 75 1.25 5.00
Professional Meaning Professional Relationships 300 435 .79 1.33 5.00
Social Contribution 300 4.48 74 1.33 5.00

Professional Transcendence 300 4.35 .87 1.33 5.00

Work-Life Balance 300 3.86 .98 1.00 5.00
Total 300 1.64 72 1.00 3.71
Job-Related Performance 300 1.38 .54 1.00 4.00

Quiet Quitting
Indifference Toward School 300 1.74 .69 1.00 4.67

Job-Related Desensitization 300 1.96 .70 1.00 4.25

Table 2 indicates that teachers’ mean score for workload is 2.59 (SD = 0.80), the mean score for
professional meaning is 4.22 (SD = 0.50), and the mean score for quiet quitting is 1.64 (SD = 0.72).
These findings suggest that teachers’ perceived workload is close to a moderate level, their perception
of professional meaning is high, and their quiet quitting tendencies are low. In addition, examination of
the minimum and maximum values shows that participants’ responses to the scale items are distributed
across a relatively wide range.

Regarding the subdimensions of the professional meaning scale, mean scores range from 3.86 to 4.48.
The highest mean score belongs to the social contribution subdimension (M =4.48, SD = (0.74), whereas
the lowest mean score is observed in the work—life balance subdimension (M = 3.86, SD = 0.98). These
results indicate that teachers generally perceive their profession as highly meaningful, particularly in

terms of its contribution to society, while their perceptions of work—life balance are relatively lower.
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For the quiet quitting scale, subdimension mean scores range between 1.38 and 1.96. Accordingly, the
mean score for job-related performance is 1.38 (SD = 0.54), for indifference toward school is 1.74 (SD
=0.69), and for job-related desensitization is 1.96 (SD = 0.70). These findings demonstrate that teachers’
quiet quitting behaviors are generally at a low level across all subdimensions.

An independent samples t-test was conducted to examine whether teachers’ workload, professional
meaning, and quiet quitting levels differed significantly according to gender. The results are presented

in Table 3.

Table 3. Independent samples t-test results for teachers’ workload, professional meaning, and quiet

quitting levels according to gender

Variable Gender n M SD t p

Female 195 2.62 0.78 1.067 0.287
Workload
Male 105 252  0.83
Female 195 427 0.67 1.816 0.070

Male 105 411 0.79

Professional Meaning

Female 195 1.58 044 —2.701 0.008*
Quiet Quitting
Male 105 1.75 0.57

p<.05

Table 3 shows that teachers’ quiet quitting scores differ significantly according to gender (t =-2.701; p
<.01). When mean scores are examined, male teachers have higher quiet quitting scores (M = 1.75) than
female teachers (M = 1.58). In contrast, no statistically significant differences were found in terms of
workload (t = 1.067; p > .05) and professional meaning (t = 1.816; p > .05) according to gender. This
finding indicates that teachers’ perceptions of workload and professional meaning are similar across
gender groups.

An independent samples t-test was conducted to examine whether teachers’ workload, professional
meaning, and quiet quitting levels differed according to marital status. The results are presented in Table
4,

Table 4. Independent samples t-test results for teachers’ workload, professional meaning, and quiet

quitting levels according to marital status

Variable Marital Status n M SD t p
Single 95 256 0.83

Workload —-0.311 0.756
Married 205 259 0.78

Professional Meaning Single 95 422 0.68 0.116 0.908
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Variable Marital Status n M SD t p
Married 205 421 0.73
Single 95 1.72 052
Quiet Quitting 1.824 0.069
Married 205 1.60 0.48

Table 4 shows that teachers’ workload scores do not differ significantly according to marital status (t =
—0.311; p > .05). Similarly, no statistically significant differences were found in professional meaning
scores (t=0.116; p > .05) and quiet quitting scores (t = 1.824; p > .05) across marital status groups. This
finding indicates that teachers’ perceptions of workload, professional meaning, and quiet quitting are at
similar levels regardless of marital status.

A one-way ANOVA was conducted to examine whether teachers’ workload, professional meaning, and

quiet quitting levels differ according to age. The results are presented in Table 5.

Table 5. One-Way ANOVA results for teachers’ workload, professional meaning, and quiet quitting

levels according to age

Variable Age n M SD df F p Difference
(1)21-30years 76 2.57 0.76
(2) 3140 years 132 2.69 0.85

Workload 3/296 3310 0.020%*  2>4
(3) 41-50 years 67 2.56 0.72

(4) 51+ years 25 2.15 0.69
(1)21-30years 76 4.16 0.69
(2)31-40 years 132 4.21 0.71
Professional Meaning 3/296 0.314 0.815 -
(3)41-50 years 67 4.24 0.71

(4) 51+ years 25 431 0.87

Quiet Quitting (1)21-30years 76 1.80 0.59
(2) 3140 years 132 1.61 0.45 1>2
3/296 3.976 0.008*
(3)41-50 years 67 1.53 0.42 1>3

(4)51+years 25 159 0.53

p<.05

Table 5 indicates that teachers’ workload scores differ significantly according to age (F = 3.310; p <
.05). The post-hoc Tukey HSD test results show that teachers aged 31-40 have significantly higher
workload perceptions than those aged 51 and above. In terms of quiet quitting, a statistically significant
difference was also found across age groups (F = 3.976; p < .01), with teachers aged 21-30 exhibiting
higher levels of quiet quitting compared to those in the 31-40 and 41-50 age groups. In contrast,
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professional meaning scores do not differ significantly according to age (F = 0.314; p > .05), indicating
that teachers’ perceptions of professional meaning are similar across age groups. An independent

samples t-test examining differences according to educational level is presented in Table 6.

Table 6. Independent samples t-test results for teachers’ workload, professional meaning, and quiet

quitting levels according to educational status

Variable Educational Status n M SD t p

Workload Undergraduate 238 2.57 0.76 —0.360 0.720
Graduate 62 2.62 092

Professional Meaning Undergraduate 238 425 071 1.516 0.131
Graduate 62 4.09 0.75

Quiet Quitting Undergraduate 238 1.62 050 —1.381 0.168
Graduate 62 1.72 0.50

p>.05

Table 6 shows that teachers’ workload scores do not differ significantly according to educational status
(t = —0.360; p > .05). Similarly, no statistically significant differences were found in professional
meaning scores (t=1.516; p > .05) and quiet quitting scores (t=—1.381; p > .05) between undergraduate
and graduate groups. This finding indicates that teachers’ perceptions of workload, professional
meaning, and quiet quitting are at similar levels regardless of educational status.

A one-way ANOVA was conducted to examine whether teachers’ workload, professional meaning, and

quiet quitting levels differ according to branch. The results are presented in Table 7.

Table 7. One-Way ANOVA results for teachers’ workload, professional meaning, and quiet quitting

levels according to branch

Variable Branch n M SD df F p Difference
(1) Preschool 88 2.78 0.79
Workload (2) Classroom Teacher 48 2.45 0.81 2/297 3912 0.021* 1>3

(3) Subject Teacher 164 2.52 0.78
(1) Preschool 88 420 0.75

Professional Meaning  (2) Classroom Teacher 48 4.33 0.62 2/297 0.819 0.442 -
(3) Subject Teacher 164 4.18 0.73
(1) Preschool 88 1.58 0.44

Quiet Quitting (2) Classroom Teacher 48 1.52 0.42 2/297 3.339 0.057 -
(3) Subject Teacher 164 1.70 0.54
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Table 7 shows that teachers’ workload scores differ significantly according to branch (F = 3.912; p <
.05). According to the Tukey HSD post-hoc test, a significant difference was found between preschool
teachers and subject teachers, indicating that preschool teachers have higher perceptions of workload
compared to subject teachers. In contrast, no significant differences were found in professional meaning
and quiet quitting scores according to branch. This finding suggests that teachers’ perceptions of
professional meaning and quiet quitting are similar across different branches.

A one-way ANOVA was conducted to examine whether teachers’ workload, professional meaning, and

quiet quitting levels differ according to professional seniority. The results are presented in Table 8.

Table 8. One-Way ANOVA results for teachers’ workload, professional meaning, and quiet quitting

levels according to professional seniority

Variable Professional Seniority n M SD df F p Difference
(1) 1-5 years 8 258 0.77
(2) 6-10 years 62 274 0.88
3) 11-15 years 57 263 0.81 2>6
Workload E4; 16-20 iears 2 273 0.80 5/294 2836 0.016* 4>6
(5) 21-25 years 32 250  0.66
(6) 26+ years 32 214 0.67
(1) 1-5 years 85 421 0.62
(2) 6-10 years 62 4.10 0.81
Professional Meaning 8; ié:;g izzz ;Z 3:4213 gﬁ 5294 1.035 0397 ;
(5) 21-25 years 32 412 0.82
(6) 26+ years 32 434 0.83
(1) 1-5 years 8 1.77 0.56
(2) 6-10 years 62 1.64 0.55
(3) 11-15 years 57 1.64 039

Quiet Quitting 5/294  2.474 0.032%* 1>5

(4) 16-20 years 32 155 041
(5) 21-25 years 32 147 0.39
(6) 26+ years 32 1.53  0.50

Table 8 indicates that teachers’ workload scores differ significantly according to professional seniority
(F =2.836; p <.05). According to the Tukey HSD post-hoc test results, teachers with 610 years of
experience reported significantly higher workload perceptions than those with 26 years and above.
Similarly, teachers with 16-20 years of experience also had significantly higher workload scores
compared to those with 26 years and above. In terms of quiet quitting, a significant difference was found
across professional seniority groups (F =2.474; p <.05), with teachers in the 1-5 years group exhibiting
higher quiet quitting levels than those in the 21-25 years group. However, no statistically significant
differences were found in professional meaning scores according to professional seniority (p > .05),
indicating that teachers’ perceptions of professional meaning are similar across experience levels.

A Pearson correlation analysis was conducted to examine the relationships among workload,

professional meaning, and quiet quitting. The results are presented in Table 9.
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Table 9. Correlation analysis results for teachers’ workload, professional meaning, and quiet quitting

variables

Variables 1 2 3

1.Workload 1

2.Professional Meaning —0.243** 1

3.Quiet Quitting 0.235%* —0.450%** 1
**p < 0.01

Table 9 shows that there is a positive and statistically significant relationship between workload and
quiet quitting (r = 0.235; p < 0.01), indicating that teachers’ quiet quitting tendencies may increase as
their perceived workload increases. A negative and significant relationship was found between workload
and professional meaning (r = —0.243; p < 0.01), suggesting that higher workload is associated with
lower levels of professional meaning among teachers. In addition, a negative and significant relationship
was observed between quiet quitting and professional meaning (r = —0.450; p < 0.01), indicating that
increases in quiet quitting are associated with decreases in professional meaning.

The Mediating Role of Professional Meaning in the Effect of Teachers’ Perceived Workload on
Quiet Quitting Behavior

The model and analysis results examining the mediating role of professional meaning in the effect of
workload on quiet quitting are presented in Figure 2.

Professzional
Meaning

R2*=0.059

Quiet Quitting

R*=0.219

Figure 2. The mediating role of professional meaning in the effect of workload on quiet quitting

behavior and standardized B coefficients

As shown in the figure, the total effect of workload on quiet quitting is statistically significant ( =
0.235; p <.001). Similarly, the effect of workload on professional meaning (B = —0.243; p <.001) and
the effect of professional meaning on quiet quitting (f = —0.418; p <.001) are also significant. When
professional meaning is included in the model as a mediating variable, the direct effect of workload on

quiet quitting decreases but remains statistically significant (f = 0.133; p < .05). This finding indicates
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that professional meaning plays a partial mediating role in the relationship between workload and quiet
quitting.

A mediation analysis was conducted to examine the mediating role of professional meaning in the
relationship between workload and quiet quitting. The total, direct, and indirect effects obtained from

the analysis are presented in Table 10.

Table 10. Total, direct, and indirect effects of workload on quiet quitting

Effects/Paths B B SE t p 95% CI R?
Total Effect

WL — QQ 0.235 0.147 0.035 4.164 <.001 [0.078,0.217] 0.055
Direct Effects

WL — PM -0.243 —0.220 0.051 —4.334 <.001 [-0.319,-0.120] 0.059
WL — QQ 0.133  0.083 0.033 2.513 013 [0.018, 0.149] 0.219
PM — QQ —-0.418 —0.291 0.037 -7.898 <.001  [-0.363,—0.218]

Indirect Effect

WL — PM — QQ 0.102  0.064 0.020 — — [0.030, 0.110]

Note: WL = Workload, PM = Professional Meaning, QQ = Quiet Quitting

Table 10 indicates that the total effect of workload on quiet quitting is statistically significant (= 0.235;
B =0.147; SE = 0.035; t = 4.164; p < .001), explaining approximately 5.5% of the variance in quiet
quitting (R? = 0.055), suggesting that higher workload is associated with increased quiet quitting
tendencies among teachers. Workload also significantly and negatively predicts professional meaning
(B =-0.243; B =-0.220; SE = 0.051; t = —4.334; p <.001), accounting for approximately 5.9% of its
variance (R? = 0.059), indicating that increased workload is associated with lower levels of professional
meaning. In addition, professional meaning significantly and negatively predicts quiet quitting (f =
—0.418; B=—0.291; SE=0.037; t=—7.898; p <.001), showing that higher professional meaning reduces
quiet quitting behavior. When professional meaning is included in the model, the direct effect of
workload on quiet quitting decreases but remains significant (f = 0.133; B = 0.083; SE = 0.033; t =
2.513; p=.013), while professional meaning continues to negatively predict quiet quitting (f =—0.418;
B =-0.291; SE=0.037; p <.001), and together they explain 21.9% of the variance in quiet quitting (R?
= 0.219). Finally, the indirect effect is significant (f = 0.102; B = 0.064; SE = 0.020; 95% CI [0.030,
0.110]), confirming that professional meaning partially mediates the relationship between workload and
quiet quitting, meaning that increased workload reduces professional meaning, which in turn indirectly

increases quiet quitting tendencies.
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CONCLUSION AND DISCUSSION

In this study, the mediating role of professional meaning in the relationship between teachers’ perceived
workload and quiet quitting behavior was examined. The findings indicate that teachers’ perceived
workload is at a moderate level. This result is partly consistent with studies reporting moderate workload
levels (Keles Ay, 2010) and with studies identifying low levels of workload (Oztiirk & Erdem, 2020).
The results show that teachers’ quiet quitting behaviors are at a low level. This finding is consistent with
studies reporting low or moderate levels of quiet quitting tendencies (Gilig et al., 2025; Cabuk & Celik,
2025). However, it has been found that variables such as professional stress, burnout, and change fatigue
are positively related to quiet quitting and significantly predict it (Dilek¢i et al., 2025). In addition,
workload perception has been reported to be negatively and moderately associated with organizational
identification (Turhan & Aydin, 2025).

The findings also reveal that teachers’ professional meaning levels are high. This result is consistent
with studies showing that teachers perceive their profession as meaningful (Balci & Cengiz, 2019; imali
& Kaya, 2022; Toptas, 2018). It is widely emphasized in the literature that perceiving work as
meaningful enhances individuals’ psychological well-being, motivation, job satisfaction, and
organizational commitment (Steger et al., 2012; Keles, 2017). In this context, teachers’ perception of
their work as meaningful can be considered a protective factor in explaining the low level of quiet
quitting behavior.

When demographic variables are examined, male teachers were found to have higher levels of quiet
quitting than female teachers. This finding is consistent with Tok and Uzun (2025), who reported higher
quiet quitting levels among male nursing students. Similarly, Gili¢ et al. (2025) found that female
teachers were less likely to disengage from work than male teachers in terms of job performance and
disengagement dimensions. However, there are also studies reporting no significant effect of gender on
quiet quitting (Cabuk & Celik, 2025; Karaman et al., 2024). This suggests that quiet quitting may be
more strongly associated with organizational and psychological factors. The observed difference may
be explained by the possibility that male teachers express emotional exhaustion less and demonstrate
psychological withdrawal from work in different forms, whereas female teachers may show lower quiet
quitting tendencies due to higher levels of emotional expression and social support seeking. On the other
hand, the lack of significant gender differences in workload and professional meaning indicates that the
teaching profession can be performed regardless of gender and that teachers share similar experiences.
The results also show that teachers’ perceived workload, quiet quitting, and professional meaning levels
do not significantly differ according to marital status or educational level. Similarly, Cabuk and Celik
(2025) reported no significant differences in teachers’ quiet quitting behaviors based on marital status
and education level. Likewise, a study conducted with healthcare professionals also found that quiet
quitting levels did not differ according to marital status and education level (Pala, 2025). This suggests
that teachers’ perceptions of workload, quiet quitting, and professional meaning are more strongly

related to professional and organizational conditions rather than individual characteristics.
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Regarding age, the findings indicate that middle-aged teachers have higher workload perceptions, while
younger teachers exhibit higher levels of quiet quitting. These findings may be associated with
adaptation difficulties, lack of experience, and high expectations in the early stages of the profession.
Similarly, the literature also reports higher quiet quitting tendencies among younger teachers (Cabuk &
Celik, 2025). In contrast, the absence of age-related differences in professional meaning suggests that
teachers’ sense of meaning attributed to their profession shows a more stable structure.

Based on branch differences, preschool teachers were found to have higher workload perceptions
compared to other branches. This may be attributed to preschool teachers’ simultaneous responsibilities
such as instruction, care, guidance, and multiple role demands. The high dependency level of young
children, the need for support in self-care processes, and intensive communication with parents are
considered key factors increasing workload in this group. In addition, structural problems in schools
related to the assigned school type also appear to affect workload perception. In particular, teachers in
public schools reportedly face issues such as large class sizes, insufficient breaks, inadequate school
conditions, and lack of materials more frequently (Basturan & Gorgii, 2020). These structural conditions
may further increase workload perceptions among preschool teachers. On the other hand, the absence
of significant differences in quiet quitting and professional meaning across branches suggests that these
variables are related more to individual experiences and the general nature of the profession rather than
branch-specific differences.

Findings related to the length of service indicate that teachers with lower seniority report higher levels
of perceived workload and stronger quiet quitting tendencies. This situation may be explained by
adaptation difficulties experienced during the early years of the profession and limited professional
experience. Indeed, it has been reported that teachers’ burnout levels decrease as experience increases
(Giindiiz, 2005). Accordingly, it can be suggested that increasing professional experience enhances
teachers’ coping skills in managing workload. In addition, it has been stated that teachers may
experience quiet quitting at different stages of their professional careers (Yogurtcu et al., 2024). On the
other hand, the absence of significant differences in professional meaning across years of service
suggests that this construct represents a relatively stable structure independent of professional
experience.

When the relationships among variables were examined, significant positive relationships were found
between workload and quiet quitting, a negative relationship between workload and professional
meaning, and a negative relationship between professional meaning and quiet quitting. These findings
indicate that as workload increases, teachers’ perceptions of professional meaning decrease, which in
turn leads to an increase in quiet quitting tendencies. These results are consistent with studies
demonstrating that workload contributes to negative outcomes such as burnout, stress, and work—family
conflict (Ding, 2021; Yalgin, 2022). Moreover, research indicating negative relationships between job
satisfaction, job satisfaction-related constructs, and quiet quitting further supports these findings (Cabuk

& Celik, 2025; Singh et al., 2025).
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One of the key findings of the study is that professional meaning plays a partial mediating role in the
relationship between workload and quiet quitting. This result suggests that as teachers’ workload
increases, they tend to perceive their profession as less meaningful, which indirectly increases quiet
quitting behaviors. However, the persistence of the direct effect of workload even after the inclusion of
professional meaning indicates that workload is a fundamental predictor of quiet quitting. This finding
highlights that workload not only acts as a direct source of professional stress but also indirectly weakens
teachers’ sense of meaning in their profession. In other words, workload does not merely create physical
and cognitive strain; it also reduces the extent to which teachers perceive their work as valuable and
meaningful. The reduction in professional meaning, in turn, decreases teachers’ commitment to their
work and increases quiet quitting behaviors. This finding is consistent with the literature emphasizing
professional meaning as a critical psychological resource that shapes employee behavior (Steger et al.,
2012).

Based on the findings of this study, the following recommendations are proposed:

v Administrative and bureaucratic tasks should be reduced, and structural issues such as class size,
paperwork load, and task distribution should be regulated in order to decrease teachers’
workload.

v Considering the high workload perceptions of preschool teachers, branch-specific policies
should be developed for this group.

v School climate should be improved to strengthen professional meaning, teachers’ participation
in decision-making processes should be increased, and practices enhancing professional
motivation should be expanded.

v Mentoring and induction programs for novice teachers should be strengthened in order to reduce
quiet quitting tendencies.

v Psychological counseling and psychosocial support systems that enhance teachers’ well-being
should be reinforced in schools.

v Future studies should examine more comprehensive models including different samples and

variables such as organizational support, burnout, and job satisfaction.
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