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IntroductIon
The quality of education in schools is assumed to have a 
determining role on social life, and this makes the teaching 
profession one of the cornerstones of society. Therefore, 
teachers’ professional and individual development, in other 
words, their career processes, can have a direct impact on the 
quality of education. However, there is a phenomenon that 
has become increasingly common among teachers in recent 
years: quiet quitting. This appears to emerge as teachers’ 
response to dealing with career barriers. In a study conducted 
by Youthall (2022), 31.3% of participants stated that they 
experienced quiet quitting because they did not have career 
development opportunities in the institution they worked for.

Career barriers in the teaching profession can generally 
arise from factors such as limited managerial, economic or 
professional development opportunities, organizational 
injustice (political/union favoritism), family reasons, and 
limitations related to higher education (İnandı & Gılıç, 2020). 
The lack of sufficient career development opportunities 
for teachers in the Turkish education system, the inability 
of teachers to use their creativity, original talents and skills 
in their duties within the current structure, and the lack of 
support given by administrators to transform their potential 
into performance push teachers into burnout and silence 
(Kobal & Batı, 2022; Yıldız & Özmenekşe, 2022; Youthall, 
2022). Teachers who do not have the opportunity to achieve 
their career goals at school are very likely to show quiet 
quitting behavior in order to maintain work-life balance. 
As a matter of fact, in Youthall’s (2022) research, female 
participants cited work-life balance as the main reason why 
they are prone to the quiet quitting process with a rate of 

33.9%, while male participants stated low salary as the reason 
for quiet quitting with 21.2%.

These results by Youthall (2022), conducted without 
sectoral differentiation, indicate that career barriers are 
closely related to quiet quitting. This study aims to contribute 
to the understanding of this important issue by focusing 
on what quiet quitting (as a new concept in the literature) 
means, under what conditions it occurs, and the effects of 
this situation on teachers and therefore on the quality of 
education. In this regard, the aim of this study is to reveal 
the probable relationship between career barriers and quiet 
quitting behaviors of teachers.

LIterature revIew
Modern organizations are very likely to be affected by 
social, economic and technological developments. While 
this situation changes the structure of organizations, it 
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differentiates the expectations of organizations from their 
employees and vice versa. In particular, employees’ needs 
such as acquiring skills, development, progress and gaining 
respect cause career to have an important place in their lives.

Career is the advancement of an individual in the field 
of work he/she works in throughout his/her professional life 
and gaining skills and experience (Erdoğmuş, 2003). At the 
same time, career meets basic human needs for individuals 
such as supporting their personal development in business 
life, revealing their potential talents, increasing motivation, 
gaining power and authority, providing job satisfaction, the 
opportunity to participate in decisions, being appreciated, 
feeling of belonging, receiving a satisfactory salary, promotion. 
It can positively affect a person’s psychology because it offers 
the opportunity to meet people (Gezer, 2010). As can be 
understood, career is a factor that affects a significant part 
of individuals’ lives in economic, social and psychological 
terms. The desire to build a career and advance at work is a 
fundamental human characteristic that stems from people’s 
desire to improve themselves and progress. People’s desire to 
pursue a career and advance at work has a long history and 
will likely continue into the future.

Today, the changes in working life reveal some 
situations that make it difficult for employees to achieve 
their career goals. Obstacles encountered in career include 
gender discrimination, ethnic discrimination, personal 
characteristics and economic difficulties, low academic 
achievements, family problems and limited employment 
opportunities (McWhirter, 1997; Stead et al., 2004). As in 
almost every organization, career barriers can be encountered 
in educational organizations. Although the career barriers of 
female teachers have been mostly studied in the literature, it 
is thought that male teachers also experience career barriers. 
With the increasing participation of women in business life, 
men’s traditional roles of husband and father have changed. 
This change has led to the emergence of the image of a “new 
father and husband” who assumes more responsibility in 
housework and child care and cooperates with his wife (Avşar, 
2017; Zeybekoğlu, 2013). It is very common, especially for 
spouses who are both teachers, to work in reverse shifts and 
take on part-time child care. From this perspective, male 
teachers may also feel the “anxiety of neglecting their family” 
as a career barrier. However, according to İnandı and Gılıç 
(2020), teachers do not only encounter family and economic 
barriers in the career development process. At the same time, 
negative approaches and behaviors of administrators, various 
higher education related barriers, and political/union barriers 
may also appear for teachers.

There is no doubt that individuals who encounter career 
barriers in business life can be expected to exhibit negative 

behavior within the organization. Employees struggling 
with career barriers experience emotional exhaustion and 
depersonalization towards their jobs, their personal success 
levels decrease (İnandı, 2009), their job satisfaction levels are 
low (İnandı & Tunç, 2012), they fall into organizational silence 
(İnandı et al., 2017). It has been stated that they are alienated 
from the workplace (İnandı et al., 2018), show reluctance to 
make decisions (Cenğiz, 2011), and their motivation levels 
(Bilkay, 2017) and organizational commitment decrease 
(Uzkurt, 2019). From this perspective, it is evident that career 
barriers affect the performance of employees and indirectly 
reflect negatively on the productivity of the organization.

Similarly, another concept that affects efficiency of an 
organization is the concept of quiet quitting. The term “Quiet 
Quitting” was actually first put forward by economist Mark 
Boldger at the A&M Economics Symposium held in Texas 
in 2009. This concept, which has become popular especially 
with the COVID-19 pandemic, is the situation where 
individuals stop taking on extra responsibilities other than 
the duties specified in their job descriptions and no longer 
perform additional work they do voluntarily. The term quiet 
quitting may indicate that an employee is dissatisfied with 
their current position, wants to move to a different role, or 
is looking for another job. At the same time, although quiet 
quitting does not mean leaving the job, it can be defined as the 
process of taking less responsibility at work and performing 
at the minimum level without disrupting the work (Yıldız 
& Özmenekşe, 2022). Additionally, this process may be a 
sign that the individual is experiencing burnout. Therefore, 
employees may quietly quit their jobs to cope with burnout 
and reduce stress at work (Hetler, 2022).

The reasons for quiet quitting include factors such 
as insufficient sense of importance, limited learning and 
development opportunities, a mismatch between the goals 
of the workplace and employee (Harter, 2022), lack of career 
development support, inadequate appreciation of the value of 
employees, lack of communication, unnecessary and frequent 
warnings and decrease in organizational trust (Mahand & 
Caldwell, 2023). When we look at educational organizations, 
the tendency for quiet quitting among teachers can be said 
to be increasing, especially in recent years. The reasons why 
teachers’ tendency for quiet quitting has increased can be 
summarized as following: 

Increased workload: Bureaucracy, lesson planning, 
parent-teacher conferences, exams, and other responsibilities 
can lead teachers to overwork their hours and burn out.

 � Insufficient salary: It is known that teacher salaries 
in Turkey do not keep up with inflation and create 
financial difficulties.
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 � Lack of recognition and appreciation: Teachers’ feel-
ing that their efforts are not appreciated enough may 
reduce their motivation.

 � Professional burnout: Constant stress and intense 
workload can lead to burnout syndrome in teachers.

 � Lack of professional development: Lack of adequate 
opportunities and incentives can make it difficult for 
teachers to improve themselves.

For the reasons listed abovez, it is thought that teachers 
may exhibit quiet quitting behavior. As can be seen, the 
lack of career development support for teachers and the 
lack of learning and development opportunities are among 
the reasons for quiet quitting. In this context, teachers who 
experience career barriers may also develop quiet quitting 
behavior. Therefore, the aim of this research is to reveal 
whether there is a significant relationship between teachers’ 
career barriers and quiet quitting. For this purpose, answers 
to the following questions will be sought:

1.  What degree are the career barriers of teachers?
2.  Do the teachers’ views on career barriers significant-

ly differentiate by gender and school type variables?
3.  What is the level of quiet quitting of teachers?
4.  Do the teachers’ views on quiet quitting significant-

ly differentiate by gender and school type variables?
5. Is there a significant relationship between career 

barriers and quiet quitting of teachers?
6. To what extent do teachers’ career barriers predict 

their quiet quitting?

Method

Research Design

This study aims to examine whether there is a significant 
relationship between teachers’ career barriers and quiet 
quitting, so survey model of quantitative research designs was 
employed. The purpose of survey model is generally to make 
a description by taking photographs of the existing situation 
regarding the research subject (Büyüköztürk, 2007). Since 
the research also includes comparison of different groups 
by different variables, this research is also a correlational 
study (Erkuş, 2017). The relational survey model aims to 
determine the existence of differentiation between two or 
more variables. The relational survey model tries to find out 
whether the variables covary with and, if there is a difference, 
how it happens (Karasar, 2011).

Population and Sample 
Sample of the study consists of 384 teachers selected through 
disproportionate sampling. The demographic variables of the 
research sample and their percentages are shown in Table 1.

Table 1: Distribution of Teachers by Gender and  
School Type

Group N %

Gender
Female 248 65

Male 136 34

Total 384 100

School type

Primary 109 29

Secondary 148 38

High School 128 33

Total 384 100

Data Collection Tools 
The data collection tool used in this research consists of three 
parts. The first section contains items regarding the personal 
information of the participants. In the second part, there are 
items of the teachers’ career barriers scale, and in the third 
part, there are the items of the teachers’ quiet quitting scale.

Teachers’ Career Barriers Scale (TCBS): It was developed 
by İnandı and Gılıç (2020) consisting of five sub-dimensions 
and 29 items. Considering the sub-dimensions and reliability 
results of the scale, the Cronbach-alpha coefficients are .86 
for “Family Barriers”, .73 for “Personal/Economic Barriers 
“, .86 for “Political-Union Barriers “, .93 for “Administrative 
Barriers “ and .78 for “Bureaucratic Barriers in Higher 
Education”. It was calculated as .93 for the overall scale (İnandı 
& Gılıç, 2020). In this study, the Cronbach-alpha value of the 
“Teachers’ Career Barriers Scale” sub-dimensions was found 
as .87, .78, .82, .90, .80, respectively, while it was .91 for the 
overall scale.

Teachers’ Quiet Quitting Scale (TQQS): Developed by 
Yücedağlar et al. (2024), the scale consists of 17 items and 
three dimensions: “work-related performance”, “indifference 
towards school” and “depersonalization towards work”. 
Cronbach Alpha coefficients of the scale were calculated as 
.85, .83, .74, respectively, based on the sub-dimensions. In this 
study, the Cronbach-alpha coefficients for sub-dimensions of 
the scale were found to be .88, .69, .75, respectively, while it 
was .91 for the overall scale.

Data Collection
Data collection tools were applied to teachers working in 
Mersin in 2023-2024 academic year. The scales were filled 
out by teachers face to face or online. Teachers were given 
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necessary explanation (written and verbally) about the study 
and were told that their participation is on a voluntary basis. 
It took about 10 minutes for teachers to respond them. 

Data Analysis
Univariate and multivariate normality tests were performed 
to determine whether the distribution of the data was normal. 
In this context, Z values   and Mahalanobis distances were 
taken into account in determining the outliers. Accordingly, 
16 observations were considered univariate outliers because 
they were beyond the Z value (+3/-3) range. In addition, a 
total of 3 observations were excluded from the analysis as 
multivariate outliers on the grounds that they were above the 
value (X2(8; 0.001) = 26.124) and disrupted the multivariate 
normal distribution (Çokluk et al., 2018). Accordingly, the 
analyzes were carried out with a total of 384 observations. 
To determine whether all items showed normal distribution, 
univariate normality, item means, medians and mode   were 
compared, and as a result, multivariate normality was 
accepted. VIF and tolerance values   were taken into account 
to test the multicollinearity problem. Accordingly, it was 
determined that the VIF values   of all items included in the 
research were <5 and tolerance values   were >.20. Accordingly, 
it was seen that there was no multicollinearity problem. 
A t-test was conducted to determine whether there was a 
significant difference in teachers’ career barriers and quiet 
quitting levels by the gender variable, and a one-way analysis 
of variance (ANOVA) was conducted to determine whether 
there was a significant difference in teachers’ career barriers 
and quiet quitting levels by the school type variable. Next, 
correlation analysis was conducted to determine whether 
there was a significant relationship between teachers’ career 
barriers and quiet quitting. Finally, multiple regression 
analysis was conducted to determine whether teachers’ career 
barriers predicted their quiet quitting.  

FIndIngs
In this section, the findings obtained regarding the sub-
questions of the research are included.

Teachers’ Career Barriers Levels
The results regarding the first sub-question, expressed as “ 
What degree are the career barriers of teachers?”, are given 
in Table 2.

Table 2 shows the arithmetic mean and standard deviation 
values   of teachers’ answers to statements about career 
barriers. These values   are divided into categories according 
to the dimensions of the career barriers scale. Accordingly, 
the average of the “Family Barriers” sub-dimension (X̄=3.17) 
is at the neutral level, the average of the “Personal/Economic 
Barriers” sub-dimension (X̄=3.49), “Political/Union Barriers” 
sub-dimension (X̄=3, 71), “Administrative Barriers” sub-
dimension (X̄=3.65) and “Bureaucratic Barriers in Higher 
Education” sub-dimension (X̄=3.89) are at the agree level. 
The overall average of the scale (X̄=3.59) is at the agree level. 
It is seen that teachers mostly experience career barriers 
originating from higher education, which is followed by 
political/union barriers and administrative barriers.

Teachers’ Career Barriers Levels by Gen-
der and School Type Variables
The results for the second question, expressed as “Do the 
teachers’ views on career barriers significantly differentiate 
by gender and school type variables?”, are given in Tables 3  
and 4.

Table 2: Arithmetic Mean and Standard Deviation Values   of 
Teachers’ Career Barriers Scale 

Scale N X̄ Sd
1 Family Barriers 384 3.17 .92209
2 Personal/Economic 

Barriers
384 3.49 .92667

3 Political-Union Barriers 384 3.71 .77444

4 Administrative Barriers 384 3.65 .70478

5 Bureaucratic Barriers in 
Higher Education

384 3.89 .69268

General weighted arithmetic 
average

384 3.59 .54301

Table 3: T-test Results on Teachers’ Career Barriers by Gender Variable

Gender N X̄ Sd t p

Family Barriers Female 248 3,28 ,891
3,294 ,001**

Male 136 2,96 ,944
Personal/Economic 
Barriers 

Female 248 3,50 ,920
,255 ,799

Male 136 3,48 ,940
Political-Union Barriers Female 248 3,74 ,697

1,273 ,204
Male 136 3,64 ,896
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Gender N X̄ Sd t p

Administrative Barriers Female 248 3,63 ,698
-,565 ,572

Male 136 3,67 ,718
Bureaucratic Barriers in 
Higher Education

Female
248 3,92 ,662

1,357 ,175
Male 136 3,82 ,742

**p<.01

Table 4: One-way Analysis of Variance Results Regarding Career Barriers by School Type Variable

Variables Groups n X̄ sd

Source 
of Vari-
ance

Sum of 
Squares df

Mean of 
Squares F p

Family Bar-
riers

Primary 109 3,25 ,093 Between 
Groups

Within 
Groups
Total

2,712

322,932

325,645

2

381

383

1,356

,848

1,600 ,203
Secondary 147 3,20 ,070
High 
School

128 3,05 ,083

Personal/

Economic 
Barriers

Primary 109 3,25 ,085 Between 
Groups

Within 
Groups
Total

,166

328,722

328,889

2

381

383

,083

,863

,096 ,908
Secondary 147 3,20 ,079
High 
School

128 3,05 ,080

Political/Union 
Barriers

Primary 109 3,74 ,077 Between 
Groups

Within 
Groups
Total

1,087

228,618

229,705

2

381

383

,543

,600

,906 ,405
Secondary 147 3,64 ,068
High 
School

128 3,76 ,058

Administrative 
Barriers

Primary 109 3,62 ,066 Between 
Groups

Within 
Groups
Total

,125

190,119

190,244

2

381

383

,062

,499

,125 ,883
Secondary 147 3,66 ,058
High 
School

128 3,66 ,062

Bureaucratic 
Barriers in 
Higher Educa-
tion

Primary 109 3,99 ,064 Between 
Groups

Within 
Groups
Total

4,645

179,120

183,765

2

381

383

2,323

,470

4,940 ,008**
Secondary 147 3,95 ,059
High 
School

128 3,73 ,058

**p<.01

According to Table 3, the gender variable shows a 
significant difference in the “Family Barriers” dimension 
(t=3.294; p<.01), while no significant difference was 
found in the other sub-dimensions of career barriers by 
gender variable (p>.05). In the family barriers dimension, 
female teachers’ opinions (X̄=3.28) are higher than male 

teachers (X̄=2.96), which indicates that female teachers 
experience career barriers more than male teachers in this  
dimension.

As seen in Table 4, school type variable shows a significant 
difference only in the sub-dimension of bureaucratic barriers 
in higher education  (F(2-381)= 4,940; p<.01). No significant 
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difference was found in other dimensions of career barriers 
by school type. 

Accordingly, in the “Bureaucratic Barriers in Higher 
Education “ sub-dimension, there high school teachers 
(X̄=3.73) show a significant difference from primary school 
(X̄=3.99) and secondary school (X̄=3.95) teachers. In other 
words, high school teachers are less likely to experience career 
barriers due to higher education than primary or secondary 
school teachers.

Teachers’ Quiet Quitting Levels
The results for the third question, expressed as “What is the 
level of quiet quitting of teachers?”, are given in Tables 5.

Table 5: Arithmetic Mean and Standard Deviation Values   
of Teachers’ Quiet Quitting Scale

Scale N X̄ SS

1 Work-related perfor-
mance 384 1,68 ,612

2 Indifference towards 
school

384 1,99 ,587

3 Depersonalization to-
wards work

384 1,92 ,704

General weighted arithmetic 
average 384 1,85 ,554

Table 5 presents the arithmetic mean and standard 
deviation values   of the teachers’ answers to the statements 
regarding their quiet quitting. These values   are classified 
according to the dimensions of the quiet quitting scale. 
Accordingly, the average of the “Work-Related Performance” 
dimension (X̄=1.68) is at the “strongly disagree” level while 
the average of the “Indifference towards School” dimension 
(X̄=1.99) and “Depersonalization towards Work” dimension 
(X̄=1.92) is at the “disagree” level. is at the level. When all 
dimensions of the quiet quitting scale are considered (X̄=1.85), 
it is seen that teachers’ opinions are at the disagree level.

Teachers’ Quiet Quitting Levels by Gender 
and School Type Variables
The results for the fourth question, expressed as “Do the 
teachers’ views on quiet quitting significantly differentiate by 
gender and school type variables?”, are given in Tables 6 and 7.

According to Table 6, the gender variable causes a 
significant difference in the “Work-Related Performance” 
and “Depersonalization towards Work” dimensions of quiet 
quitting (p<.05) while it does not show a significant difference 
in the “Indifference towards School” dimension (p>.05).

In the “Work-Related Performance” dimension, the 
opinions of female teachers are (X̄=1.55) and the opinions of 
male teachers are (X̄=1.91). Accordingly, female teachers have 
lower levels of quiet quitting in the work-related performance 

Table 6: T-test Results on Teachers’ Quiet Quitting by Gender Variable

Gender N X̄ sd t p
Work-related performance Female 248 1,55 ,576

-5,758 ,000**
Male 136 1,91 ,610

Indifference towards school Female 248 1,95 ,602
-1,775 ,077

Male 136 2,06 ,552
Depersonalization towards work Female 248 1,86 ,722

-2,300 ,022*
Male 136 2,03 ,660

*p<.05, **p<.01

Table 7: One-way Analysis of Variance Results Regarding Quiet Quitting by School Type Variable

Variables Groups n X̄ sd
Source of 
Variance

Sum of 
Squares df

Mean of 
Squares F p

Work-related 
Performance

Primary 109 1,53 ,571 Between 
Groups

Within 
Groups

Total

3,557

140,342

143,899

2

381

383

1,779

,368
4,829 ,008**

Secondary 147 1,75 ,643

High School

128 1,73 ,592
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dimension than male teachers. In the “Depersonalization 
towards Work” dimension, the opinions of female teachers 
are (X̄=1.86) and the opinions of male teachers are (X̄=2.03). 
Accordingly, female teachers experience less quiet quitting in 
terms of work-related depersonalization than male teachers.

As seen in Table 7, school type variable shows a 
significant difference in “Work Related Performance”  
(F(2-381)= 4.829; p<.01) and “Indifference towards School” 
(F(2-381)= 6.198; p<.01) while there is no significant 
difference in “Depersonalization towards Work” dimension 
(F(2-381)= 2.214; p>.05) according to the school type variable.

Accordingly, in the “Work-Related Performance” 
dimension, views of primary school teachers (X̄=1.53) shows 
a significant difference from secondary school (X̄=1.75) 
and high school (X̄=1.73) teachers. In other words, primary 
school teachers are less likely to experience quiet quitting in 
the work-related performance dimension than secondary or 
high school teachers.

In the “Indifference towards School” dimension, views 
of secondary school teachers (X̄=2.11) shows a signifi cant 
difference from primary school (X̄=1.84) and high school 
(X̄=1.88) teachers. In other words, secondary school teachers 
are more likely to experience quiet quitting in the dimension 
of indifference towards school than primary or high school 
teachers.

The Relationship Between Teachers’ Ca-
reer Barriers and Quiet Quitting
The results for the fifth question, expressed as “Is there a 
significant relationship between career barriers and quiet 
quitting of teachers?”, are given in Tables 8. 

Table 8 shows the correlation analysis results about the 
relationship between teachers’ opinions on career barriers 

and quiet quitting. Accordingly, “Family Barriers” has a 
significant and positive relationship with “Indifference to 
School” (r=,128, p<.05) and “Depersonalization towards 
Work” (r=,174, p<.01) dimensions of quiet quitting. However, 
no significant relationship was found between “Family 
Barriers “ and “Work-related Performance” (r=.075, p>.05).

“Personal/Economic Barriers” holds a significant and 
positive relationship with “Work-Related Performance” 
(r=,120, p<.05) and “Depersonalization towards Work” 
(r=,130, p<.05), while it has no significant association with 
“Indifference towards School” (r=.047, p>.05).

“Political/Union Barriers” has a significant but negative 
relationship with “Indifference towards School” (r= -.154, 
p<.01) and “Depersonalization towards Work” (r= -.103, 
p<.05). On the other hand, no significant relationship was 
found between “Political/Union Barriers” and “Work-related 
Performance” (r= -.075, p>.05).

Another dimension of career barriers, “Administrative 
Barriers”, holds no significant relationship with any 
dimensions of quiet quitting: “Work-Related Performance” 
(r=,029, p>.05), “Indifference towards School” (r=, -048, 
p>.05), and “Depersonalization towards Work” (r=.049, 
p>.05).

Lastly, “Bureaucratic Barriers in Higher Education 
“ has no significant relationship with any dimensions of 
quiet quitting: “Work-Related Performance” (r= -,067, 
p>.05), “Indifference towards School” (r=, -076, p>.05), and 
“Depersonalization towards Work” (r=.018, p>.05).

The Predictive Level of Teachers’ Career Barriers for 
Their Quiet Quitting 

The results for the sixth question, expressed as “To 
what extent do teachers’ career barriers predict their quiet 
quitting?”, are given in Tables 9.

Variables Groups n X̄ sd
Source of 
Variance

Sum of 
Squares df

Mean of 
Squares F p

Indifference 
towards School

Primary 109 1,85 ,645 Between 
Groups

Within 
Groups

Total

4,161

127,891

132,051

2

381

383

2,080

,336
6,198 ,002**

Secondary 147 2,11 ,601

High School

128 1,97 ,486

Depersonaliza-
tion towards 
Work

Primary 109 1,84 ,738 Between 
Groups

Within 
Groups

Total

2,187

188,147

190,334

2

381

383

1,093

,494
2,214 ,111

Secondary 147 2,01 ,750

High School

128 1,88 ,607

**p<.01
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Table 9 presents the results of the regression analysis 
on whether teachers’ career barriers predict their quiet 
quitting. Accordingly, it is seen that the “Personal/Economic 
Barriers” dimension of career barriers is predictive for the 
“Work-related Performance” of quiet quitting (p<.05). At 
the same time, it was determined that “Family Barriers” and 
“Political/Union Barriers” of career barriers are predictive 
for the “Indifference towards School” of quiet quitting 
(p<.01). Finally, it was found that the “Family Barriers”, 
“Personal/Economic Barriers “ and “Political/Union Barriers 
“ dimensions of career barriers were predictive (p<.01) for 
“Depersonalization towards Work” dimension of quiet 
quitting. In the correlation analysis, since “Administrative 
Barriers” and “Bureaucratic Barriers in Higher Education” 
have no significant relationship with any of the sub-
dimensions of quiet quitting, these dimensions were not 
included into the multiple regression analysis.

The “Personal/Economic Barriers” dimension predicts 
the “Work-related Performance” of quiet quitting (R=.120; 

R2=.014; p<.05) and explains approximately 1.5% of the total 
variance in work-related performance.

The “Family Barriers” and “Political/Union Barriers” dimensions 
of career barriers predict the “Indifference towards School” of quiet 
quitting (R=.200; R2=.040; p<.01). These two dimensions together 
explain 4% of the total variance in indifference towards school. 
According to the standardized regression coefficient (β), the relative 
importance of the predictor variables on “ Indifference towards 
School” is highest as “Political/Union Barriers” (β=-.153) and lowest 
as “Family Barriers” (β=.127).

The “Family Barriers “, “Personal/Economic Barriers” and 
“Political/Union Barriers” predict the “ Depersonalization 
towards Work” dimension of quiet quitting (R=.224; R2=.050; 
p<.01). These three dimensions together explain 5% of the 
total variance in work-related depersonalization. According 
to the standardized regression coefficient (β), the relative 
importance of the predictor variables on “Depersonalization 
towards Work” is highest in “Political/Union Barriers” (β=-
.132) and lowest in “Personal/Economic Barriers” (β=.112).

Table 8: Correlation Analysis Results for The Relationship Between Teachers’ Career Barriers and Quiet Quitting

1 2 3 4 5 6 7 8 X̄ SS
Family Barriers 1 3,17 ,922
Personal/Economic Barriers ,422** 1 3,49 ,926
Political/Union Barriers -,010 ,269** 1 3,71 ,774
Administrative Barriers ,143** ,421** ,576** 1 3,65 ,704
Bureaucratic Barriers in Higher 
Education

,118* ,353** ,322** ,523** 1 3,89 ,692

Work-related Performance ,075 ,120* -,075 ,029 -,067 1 1,68 ,612
Indifference towards School ,128* ,047 -,154** -,048 -,076 ,687** 1 1,99 ,587
Depersonalization towards Work ,174** ,130* -,103* ,049 ,018 ,643** ,693** 1 1,92 ,704

*p<.05, **p<.01

Table 9: ultiple Regression Results Regarding the Predictive Level of Teachers’ Career Barriers for Their Quiet Quitting

Career Barriers Work-related Performance Indifference towards School Depersonalization towards Work

Variable B SE β T B SE β T B SE β T
Constant 1,407 ,122 - 11,566 2,164 ,177 - 12,217 1,768 1,768 - 8,195
Family Barriers ,081 ,032 ,127 2,529 ,096 ,043 ,126 1,735

Personal/Economic 
Barriers

,079 ,034 ,120 2,354 ,085 ,044 ,112 1,943

Political/Union 
Barriers

-,116 ,038 -,153 -3,042 -,121 ,048 -,132 -2,526

R=,120 R2=,014 R=,200 R2=,040 R=,224 R2=,050
F(2)=5,541 F(2)=7,899 F(2)=6,685
p<.05 p<.01 p<.01
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dIscussIon
In this section, the findings about the relationship between 
teachers’ career barriers and quiet quitting are discussed along 
with the results of relevant studies in the literature. The results 
were discussed in line with the questions of the research.

The arithmetic average of teachers’ responses to 
statements regarding career barriers is at the “agree” level in 
general. Accordingly, teachers can be said to experience career 
barriers. Teachers may encounter various barriers in their 
career advancement and promotion processes. Hierarchical 
structure and bureaucratic obstacles in educational 
institutions are one of the main factors that make it difficult 
for teachers to advance in their careers. In particular, the 
rigidity and complexity of the criteria set for promotion 
make it difficult for teachers to overcome this process. 
Karataş (2014) emphasizes that the bureaucratic structure 
in education systems constitutes a significant obstacle in the 
promotion processes of teachers.

Teachers’ career advancement is often supported by 
continuing professional development. However, many 
teachers have difficulty accessing such opportunities. Kılıç 
(2015) states that there are not enough training and seminars 
to meet the professional development needs of teachers. This 
situation may negatively affect teachers’ career development.

Failure to evaluate teachers’ performances fairly and 
objectively may prevent them from advancing in their 
careers. Research shows that subjective criteria are effective 
in teachers’ performance evaluation processes and this leads 
to inequality among teachers (Eren, 2013). Such evaluation 
systems can negatively affect teachers’ motivation and career 
prospects.

Intense workload and time management problems can be 
considered as other obstacles that make it difficult for teachers 
to advance in their careers. Özdemir and Yalçın (2016) state 
that the increase in teachers’ responsibilities in and outside 
the classroom makes it difficult for them to spare time for 
professional development and promotion opportunities.

In addition, it is seen that the dimension where teachers 
experience career barriers the most are the ones arising from 
higher education. Teachers not having the right to move to 
different cities for postgraduate education, having to carry 
out teaching and postgraduate education simultaneously, 
limited quotas for master’s/doctoral programs or not 
opening the desired program can be considered as obstacles 
arising from higher education. These obstacles may 
arise from both the legislation regarding the Ministry of 
National Education and the bureaucratic structure of higher 
education institutions (İnandı & Gılıç, 2020). At the same 
time, starting a career may inevitably bring an additional 
economic burden to teachers. Particularly, getting 

postgraduate education may require being in different cities 
from time to time and is expensive.

When teachers’ career barriers are examined by gender 
variable, it is seen that female teachers face more barriers 
than male teachers in terms of family barriers. Female 
teachers may experience great difficulties in balancing dual 
responsibilities between home and work. In accordance 
with traditional gender roles, women generally undertake 
family responsibilities such as housework and child care 
(Ertürk, 2013). At the same time, female teachers may not 
be adequately supported by their spouses or other family 
members. This lack of support can make it difficult for 
female teachers to achieve their career goals (Çelik, 2014). 
Societal expectations regarding marriage and childcare can 
pose a significant obstacle to the careers of female teachers. 
In particular, time devoted to childbearing and child care 
may limit female teachers’ opportunities for professional 
development and promotion. Balcı (2009) emphasizes that 
child care constitutes a significant obstacle in the careers of 
female teachers. Female teachers may experience priority 
conflicts between career and family. Trying to balance career 
goals with family responsibilities may adversely affect the 
professional development of female teachers. Özdemir 
and Yalçın (2016) state that female teachers have difficulty 
advancing in their careers due to such conflicts.

In the “Bureaucratic Barriers in Higher Education “ 
dimension, views of high school teachers show a significant 
difference from primary and secondary school teachers. In 
other words, high school teachers experience career barriers 
less than primary or secondary school teachers due to higher 
education. 

When we look at the answers given by teachers regarding 
their quiet quitting, their opinions are generally at the 
“disagree” level. Accordingly, it can be said that the quiet 
quitting levels of teachers are low. Karaman Kepenekci et 
al. (2024) similarly found teachers’ behaviors regarding 
quiet quitting to be low. Studies conducted in educational 
organizations on quiet quitting are extremely limited. When 
we look at studies conducted in different lines of business, we 
see that the findings differ remarkably. For example, in the 
studies conducted by Avcı (2023) with municipal personnel 
and by Örücü and Hasırcı (2024) with bank personnel, 
participants’ perceptions of silent resignation were found 
to be at a medium level. On the other hand, in the research 
conducted by Saygılı and Avcı (2023) with local government 
employees, it was determined that the participants exhibited 
quiet quitting behaviors at a high level. These results show 
that especially those working in the service sectors other than 
education have higher perceptions of quiet quitting. It can be 
interpreted that quiet quitting levels of teachers are quite low 
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since they struggle with a wide range of problems throughout 
their professional lives. 

The findings of this research show that female teachers 
experience quiet quitting in terms of work-related performance 
and depersonalization towards work less than male teachers. 
On the contrary, Karaman Kepenekci et al. (2024) found 
no significant difference in teachers’ quiet quitting levels by 
gender variable. The reason for this difference may be that 
quiet quitting scales are not the same. Job satisfaction and 
professional commitment are important factors affecting 
quiet quitting behaviors. Research shows that male teachers’ 
job satisfaction and professional commitment levels may be 
lower than female teachers. This situation may lead male 
teachers to show more quiet quitting behaviors. For instance, 
Özkan (2018) states that male teachers have more problems 
about job satisfaction and, therefore, are more likely to exert 
minimum effort at work. Job stress and professional burnout 
are other important factors affecting teachers’ quiet quitting 
behavior. Male teachers generally receive less emotional 
support against work stress. This situation may cause them 
to experience professional burnout and exhibit quiet quitting 
behaviors (Yıldız, 2016). Female teachers, on the other hand, 
may be more successful in coping with work stress because 
they generally have stronger social support networks.

With regard to the quiet quitting levels of teachers by 
school type, primary school teachers experience quiet quitting 
in terms of work-related performance less than secondary 
and high school teachers. Primary school teachers work with 
younger students than secondary and high school teachers. 
Primary school students are more innocent and more 
attached to their teachers due to their age. Compared to other 
levels, primary school teachers teach the same class 30 hours 
a week for 4 years, which may explain why primary school 
teachers experience quiet quitting less in their work-related 
performance. Alkış and Güngörmez (2015) stated in their 
study that the type of school with the highest performance 
average was the preschool working with young age group 
students, and the school type with the lowest was high school, 
which supports our findings.

In addition, primary school teachers must have more 
seniority than branch teachers in order to work in the city 
center. Therefore, their age and seniority are higher than 
secondary and high school teachers. Karaman Kepenekci 
et al. (2024) unveiled that as teachers’ ages and seniority 
increased, their quiet quitting behaviors decreased. There are 
also studies in the literature that reveal a positive correlation 
between teachers’ professional seniority and their job 
satisfaction (Drafke, 2009; Nurgaliyeva et al., 2023; Thakur, 
2007; Weiss, 2002). These findings show that as teachers get 
older and progress in their professional careers, they become 

more satisfied with their jobs, which has a positive impact on 
their overall well-being. From this perspective, it can be said 
that increasing age and professional seniority directly affects 
teachers’ well-being and job satisfaction positively. It can be 
thought that positive developments in these variables reduce 
their quiet quitting behaviors.

Secondary school teachers are more likely to experience 
quiet quitting in the indifference towards school dimension 
than primary and high school teachers. Secondary school 
teachers deal with students between the ages of 11 and 14, 
who are neither young nor children. Therefore, the students 
show both active characteristics like primary school students 
and adolescent characteristics like high school students. This 
situation may cause secondary school teachers to have a 
decreased job satisfaction. İdi (2017) revealed job satisfaction 
of secondary school teachers to be lower than other school 
types. It is known that a decrease in job satisfaction is one 
of the factors that might as well result in quiet quitting 
behaviors. For this reason, it can be thought that secondary 
school teachers experience quiet quitting more than primary 
and high school teachers in terms of indifference towards 
school.

Considering relationship between teachers’ career 
barriers and quiet quitting, it is evident that there are 
significant relationships at the sub-dimension level. The 
family, personal/economic and political/union barriers 
sub-dimensions have a significant correlation with 
depersonalization towards work of quiet quitting, and 
these career barriers dimensions explain the variance in 
depersonalization towards work by 5%. Accordingly, teachers 
who encounter family, personal/economic and political/
union barriers in their career advancement may become 
apathetic to their jobs and exhibit quiet quitting behaviors. 
Barriers such as the concern of neglecting the family during 
career development, too many domestic responsibilities, 
the economic burden of postgraduate education, and the 
lack of objective evaluation in career progression can lead 
teachers to become apathetic to their jobs and cause quiet 
quitting behaviors such as unwillingness to work more and 
communicate with their colleagues.

The family and political/union barriers also hold a 
significant association with indifference towards school of 
quiet quitting, and these career barriers dimensions explain 
the variance in dimension of indifference towards school 
by 4%. Accordingly, teachers who encounter family and 
political/union barriers in their career advancement may feel 
uninterested in the school and exhibit quiet quitting behaviors. 
Obstacles such as the concern of neglecting one’s spouse 
and child during the career process, and having different 
worldviews with senior managers may cause teachers to 
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become disinterested in their schools, have negative feelings 
towards the institution they work for, and exhibit minimum 
performance while fulfilling the requirements of their job.

The personal/economic barriers have a significant 
correlation with the work-related performance of quiet 
quitting, and they explain the variance in work-related 
performance by 1.5%. Accordingly, teachers who encounter 
personal/economic barriers in their career advancement may 
exhibit quiet quitting behaviors as their job performance 
decreases. Although a teacher’s career, personal and 
professional development may provide him/her with new 
knowledge and skills, it may not increase his/her earnings. 
“The fact that the expenses incurred during the career process 
will not be refunded in the short term” (İnandı & Gılıç, 2020) 
causes teachers to be reluctant or hesitant in the career 
development process, making minimum effort while carrying 
out educational activities, not giving enough energy to their 
work, not making sacrifices for the success of the school and 
students, and not being successful in their profession. It may 
cause decreased work-related performance, such as lack of 
concern for achievement.

concLusIon 
In conclusion, teachers considerably experience various 
career barriers such as political/union, administrative, higher 
education, family or personal/economic barriers. Female 
teachers experience family barriers more than male teachers. 
In terms of school type, primary and secondary school 
teachers suffer bureaucratic barriers in higher education 
more than high school teachers. On the other hand, teachers 
exhibit quiet quitting behaviors at a very low level. Albeit this, 
male teachers show quiet quitting behaviors in work-related 
performance and depersonalization towards work dimensions 
more than female teachers. By school type, primary school 
teachers have work-related performance lower than 
secondary or high school teachers while secondary school 
teachers feel indifferent towards school more than primary or 
high school teachers. Lastly, family, personal/economic and 
political/union barriers are significantly correlated with quiet 
quitting dimensions and these career barrier dimensions are 
predictive for quiet quitting, though at a very low level.

Suggestions
Comprehensive changes can be made in education policies and 
practices to overcome the factors that hinder teachers’ career 
advancement. Measures such as reducing hierarchical and 
bureaucratic barriers, increasing professional development 
opportunities, establishing fair evaluation systems and 
ensuring gender equality can help teachers overcome the 
difficulties they face in their careers.

Administrators have a great responsibility to prevent 
teachers from quiet quitting. School administrators should 
know their subordinates well, respect them, increase their 
motivation, take care of work-life balance, strive to create 
a positive school culture and keep intra-organizational 
communication open.

LIMItatIon
This study focused on association of quiet quitting only with 
career barriers. The variables such as leadership, participation 
in decision making, organizational culture and communication, 
burnout, alienation, job satisfaction and many others that 
may have impact on quiet quitting behaviors of teachers were 
not taken into consideration in this study. In addition, it was 
conducted with public school teachers. A comparison of the 
public and private sectors can be made by examining the quiet 
quitting tendencies of teachers working in private schools.
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