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 Quiet quitting has become a critical issue in educational 
organizations because it shows teachers' psychological 

withdrawal while they remain formally present in the institution. 
Previous studies have mostly explained quiet quitting through 
workload, burnout, stress, leadership, and low work 
engagement. However, limited attention has been given to an 
Islamic educational human resource management model 
grounded in the Qur'an and Hadith. This study aims to identify 
the research gap, formulate Qur'anic and Prophetic principles 
for teacher management, and synthesize them into a conceptual 
model for responding to teacher quiet quitting. The study uses 
qualitative library research with a normative-conceptual 
approach. Primary data were drawn from selected Qur'anic 
verses and Hadith related to justice, human dignity, shura, 

amanah, competence, discipline, exemplary leadership, and 
consistency. Secondary data were obtained from Qur'anic 
exegesis, Islamic education management literature, and recent 
international studies on quiet quitting, teacher engagement, 
teacher well-being, and the Job Demands-Resources model. 
Data were analyzed through content analysis involving source 
selection, coding, categorization, interpretation, and conceptual 
synthesis. The findings show that quiet quitting among teachers 
is not only an individual motivation problem, but also a sign of 
weak organizational support, excessive demands, reduced 
meaning, and limited professional recognition. The proposed 
model integrates four dimensions: spiritual, humanistic, 
professional, and organizational. This model contributes to 
Islamic educational management by balancing spiritual meaning 
with fair workload, ethical leadership, teacher participation, 
competence development, and supportive institutional culture. 
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1. INTRODUCTION 

Education depends on human resources who are able to perform academic, pedagogical, 

social, and moral roles consistently. Teachers are not merely transmitters of knowledge. 

They also shape character, sustain learning culture, and maintain the quality of 
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educational services. Teacher management therefore becomes a strategic element of 

institutional effectiveness, especially in an era marked by administrative intensification, 

digital reporting, curriculum change, accountability pressure, and shifting work 

attitudes. 

In recent years, educational organizations have faced a decline in work 
engagement that is often discussed as quiet quitting. The term refers to employees who 

remain in the organization but limit their contribution to minimum formal duties, reduce 

initiative, and detach psychologically from the wider purpose of work. Gallup (2026)  

links low  engagement with weak psychological attachment to work, teams, and 

employers, while  Harter (2023) associates quiet quitting with unclear expectations, weak 

development opportunities, limited managerial care, and declining connection with 
organizational purpose. In the education sector, recent studies show that teacher quiet 

quitting is associated with workload, occupational stress, burnout, change fatigue, 

transformational leadership, and work engagement (Boz, 2026; Dilekçi et al., 2025). 

This phenomenon is particularly relevant to teachers because teaching requires 

moral commitment, patience, emotional labor, creativity, and social responsibility. When 
teachers experience quiet quitting, the impact is not limited to administrative 

productivity. It may reduce the quality of classroom interaction, weaken learner care, 

limit instructional innovation, and damage the academic culture of schools. Quiet 

quitting among teachers should therefore be understood as a human resource 

management issue, not merely as a personal attitude problem. 

Recent studies on teachers show that workload, professional support, and school 
conditions are closely related to engagement and well-being. OECD (2025) reports that 

teaching demands include administrative work, classroom complexity, and institutional 

responsibilities. Research in Teaching and Teacher Education also shows that teacher 

well-being, self-efficacy, job resources, interprofessional collaboration, and satisfaction 

with the profession influence engagement and burnout profiles (Admiraal & Røberg, 
2023; Gámez-Genovart et al., 2025; Holmström et al., 2023) These findings indicate that 

teacher quiet quitting grows when institutional demands increase while resources, 

recognition, and meaning decline. 

The Job Demands-Resources model explains that high job demands may lead to 

exhaustion, whereas job resources such as leadership support, feedback, autonomy, 

opportunities for development, and fair organizational procedures can strengthen 
motivation and engagement (Bakker & Demerouti, 2007, 2017; Mazzetti et al., 2023). 

Kahn (1990) also emphasizes that engagement emerges when employees can bring their 

physical, cognitive, and emotional selves into work roles. Herzberg's two-factor theory, 

Maslow's theory of human motivation, and self-determination theory further show that 

work motivation is shaped by working conditions, recognition, responsibility, 
competence, autonomy, relatedness, and self-actualization (Deci & Ryan, 2000; Herzberg 

et al., 1959; Maslow, 1943). 

However, modern human resource theories need ethical and spiritual foundations 

when applied to Islamic educational institutions. Islamic education does not view 

teachers only as employees. It positions teachers as moral agents, knowledge 

transmitters, character builders, and trustees of an educational mission. The Qur'an 
emphasizes justice, human dignity, consultation, and excellence in deeds. Hadith 

emphasizes amanah, competence, exemplary leadership, discipline, and consistency. 

These values can strengthen a more humane and meaningful paradigm of educational 

human resource management (Al-Attas, 1980; Hartati, 2025; Shihab, 2020; Sondari & 

Anwar, 2022; Yusuf et al., 2024). 
The research gap lies in the limited integration between contemporary teacher 

quiet quitting studies and Islamic educational human resource management. Existing 

literature generally places quiet quitting within business organizations, general employee 

engagement, or teacher well-being studies. Islamic education studies discuss teacher 
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management and Islamic values, but they rarely connect these values to quiet quitting as 

a contemporary form of teacher disengagement. This article addresses that gap by 

offering a Qur'an and Hadith based HRM model that connects spiritual meaning, justice, 

competence, participation, and organizational support. 

Based on this gap, this study is guided by three research questions. First, what 
Qur'anic and Hadith principles can form the normative foundation of educational human 

resource management? Second, how are these principles relevant to teacher quiet 

quitting as a work engagement problem? Third, what conceptual Islamic educational 

HRM model can be formulated to help educational institutions prevent and reduce 

teacher quiet quitting? 

2. RESEARCH METHOD 

This study uses a qualitative library research design with a normative-conceptual 

approach. The design was selected because the study does not statistically test 

relationships between variables. It interprets, organizes, and synthesizes Islamic values 

and modern management concepts to respond to teacher quiet quitting in Islamic 

educational institutions. 
Primary data consist of Qur'anic verses and Hadith related to justice, amanah, 

competence, meaningful work, consultation, exemplary leadership, discipline, and 

consistency. The verses analyzed include Qur'an 16:90 on justice and excellence, Qur'an 

17:70 on human dignity, Qur'an 3:159 on consultation, and Qur'an 67:2 on the quality of 

deeds. Hadith materials were selected based on their relevance to trustworthiness, 

qualified responsibility, leadership example, and consistent good deeds. 
Secondary data include Qur'anic exegesis, Islamic education management 

literature, teacher engagement studies, quiet quitting studies, motivation theories, the 

Job Demands-Resources model, and research on teacher workload and well-being. 

Recent peer-reviewed articles from international journals were prioritized for the themes 

of quiet quitting, teacher engagement, teacher well-being, burnout, workload, and 
leadership. Foundational works were retained only when they provided theoretical 

concepts that remain widely used in current research. 

Source selection followed four criteria: thematic relevance to teacher quiet quitting 

or Islamic HRM, scholarly credibility, conceptual contribution, and recency for empirical 

studies. Sources that only discussed general motivation without links to teacher 

management, organizational support, Islamic values, or engagement were excluded. This 
strategy was used to make the literature base more focused and to respond to the editor's 

request for a clearer research gap and stronger international references. 

Data analysis was conducted using content analysis. The process consisted of five 

stages: identifying relevant sources, reducing materials that did not match the research 

focus, coding key concepts, grouping codes into analytical categories, and synthesizing 
the categories into a conceptual model. The coding categories were spiritual, humanistic, 

professional, and organizational dimensions. These categories were then connected to 

modern HRM theories to explain how Islamic values can function as personal resources, 

leadership resources, and organizational resources. 

Credibility was strengthened through source triangulation between Islamic 

normative texts, Qur'anic exegesis, Islamic education management literature, and recent 
international studies on teacher engagement and quiet quitting. Analytical consistency 

was maintained by comparing each Islamic value with its managerial implication and its 

possible contribution to reducing teacher disengagement. 
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Table 1. Focus of literature analysis 
Source category Analytical focus Function in analysis 

Qur'an and Hadith Justice, amanah, work as worship, 
exemplary leadership, consultation, 

competence, and consistency 

Provide the normative foundation 
for Islamic educational HRM 

Qur'anic exegesis and Islamic 
education literature 

Meanings of verses, educational 
values, and Islamic management 

principles 

Explain the relevance of Islamic 
values for teacher management 

Quiet quitting and employee 
engagement literature 

Disengagement, psychological 
withdrawal, motivation, burnout, 

and work attachment 

Clarify the contemporary problem 
faced by teachers 

Modern management theories JD-R, engagement, two-factor 

theory, self-determination, and 
leadership support 

Connect Islamic values with 

motivation and engagement 
theories 

3. RESULTS AND DISCUSSIONS  

3.1 Teachers' quiet quitting as a work engagement problem 

 Teachers' quiet quitting can be understood as a form of psychological withdrawal. 

Teachers remain present, fulfill teaching hours, and complete formal duties, but they 

reduce initiative, creativity, and emotional care toward the educational process. This 
condition differs from formal resignation because the teacher stays within the institution. 

Nevertheless, the consequences are serious because education requires moral and 

emotional involvement beyond task completion. 

 From the perspective of employee engagement, attendance alone is not sufficient.  

Kahn (1990) explains that engagement requires individuals to express themselves 

physically, cognitively, and emotionally in their work roles. Work engagement is also 
commonly understood through vigor, dedication, and absorption (Schaufeli et al., 2006). 

When these dimensions weaken, teachers may perform mechanically without deep 

commitment. Recent teacher-focused evidence supports this view. Dilekçi et al. (2025). 

found that occupational stress, burnout, and change fatigue predicted quiet quitting 

among teachers. Boz (2026) also shows that workload, stress, and engagement shape the 
effect of transformational leadership on teacher quiet quitting. 

 The critical point is that quiet quitting does not emerge in a vacuum. It often 

appears when job demands exceed available resources. Administrative workload, 

curriculum pressure, digital reporting, classroom complexity, and additional institutional 

roles may drain teacher energy. In contrast, principal support, collegial collaboration, 

recognition, pedagogical autonomy, meaningful training, and fair organizational culture 
function as job resources. When demands dominate resources, teachers become more 

vulnerable to exhaustion, cynicism, and reduced commitment (Bakker & Demerouti, 

2007; Galanakis & Tsitouri, 2022; Maslach & Leiter, 2016; Mazzetti et al., 2023). 

 Professional community and self-efficacy are important protective factors. Cai et 

al. (2022) show that professional communities can strengthen teacher engagement 
through teacher self-efficacy. Holmström et al. (2023) also indicate that teachers' work 

engagement and burnout profiles are related to their sense of efficacy and 

interprofessional collaboration. These findings show that teacher quiet quitting cannot be 

solved only by attendance monitoring or stricter supervision. It requires relational, 

professional, psychological, and moral support. 

 
3.2 Qur'anic principles in educational human resource management 

 The Qur'an provides normative principles for educational human resource 

management. The first principle is justice. Qur'an 16:90 commands justice and 

excellence. In teacher management, justice means that workload distribution, 

performance evaluation, reward systems, development opportunities, and institutional 
responsibilities must be proportional and transparent. Organizational injustice can 
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accelerate psychological withdrawal because teachers may feel that their contribution is 

ignored or that rules are applied inconsistently. 

The second principle is respect for human dignity. Qur'an 17:70 affirms the 

dignity of human beings. In educational HRM, this principle rejects the reduction of 

teachers into administrative instruments. Teachers should be treated as human subjects 
with psychological, spiritual, social, and professional needs. Humanization in Islamic 

education is therefore not only a moral ideal. It is also a managerial requirement for 

sustaining teacher engagement (Mufidah & Lestari, 2022; Shihab, 2020). 

The third principle is work as worship and the pursuit of excellent deeds. Qur'an 

67:2 emphasizes the quality of deeds. Teachers who understand their profession as 

worship do not merely fulfill administrative obligations. They orient their work toward 
benefit, responsibility, and learner formation. Yet this principle must be used carefully. 

Spiritual meaning should not become a justification for excessive workload. Islamic 

management requires justice, balance, and protection of teacher dignity so that spiritual 

motivation is supported by fair organizational systems. 

The fourth principle is consultation. Qur'an 3:159 highlights dialogue and 
participation in decision-making. In educational institutions, consultation strengthens 

teacher voice, reduces distance between leaders and teachers, and creates channels for 

communicating problems before teachers silently withdraw. Consultation also supports 

psychological safety and organizational learning, both of which are necessary for 

sustainable engagement. 

 
3.3 Hadith principles in educational human resource management 

 Hadith strengthens educational management through the values of amanah and 

competence. The Prophetic teaching that responsibilities should be entrusted to qualified 

people indicates that educational tasks require professionalism and integrity (Al-Bukhari, 

2002). In HRM terms, amanah requires recruitment, placement, development, 
supervision, and evaluation to be based on competence and moral responsibility. 

Teachers who are assigned according to their expertise are more likely to experience self-

efficacy and meaningful work. 

Hadith also emphasizes exemplary leadership. The Prophet Muhammad's 

leadership shows that management should not rely only on instructions. It must also be 

shown through moral example, empathy, responsibility, and fairness. Febriana et al. 
(2024) Febriana et al. underline that Prophetic leadership is relevant to Islamic education 

because it integrates integrity, compassion, justice, and responsibility. In schools, leaders 

who are fair, communicative, and caring can prevent teachers from feeling abandoned by 

the institution. 

Another relevant value is discipline and consistency. The Hadith that the most 
beloved deeds are those performed consistently, even if small, emphasizes sustainability 

(Muslim ibn al-Hajjaj, 2006). In teacher management, consistency appears in periodic 

coaching, regular feedback, constructive supervision, and developmental evaluation. 

Organizational consistency is important because teachers need clear direction and 

reliable support, not temporary demands or episodic control. 

 
3.4 Integration of Islamic values and modern management theories 

 Integrating Qur'anic and Hadith values with modern HRM theories produces a 

more comprehensive understanding of teacher motivation. Herzberg et al. (1959) show 

that job satisfaction does not arise only from hygiene factors such as working conditions 

and policies, but also from motivators such as achievement, recognition, responsibility, 
and growth. Later applications of the theory also indicate that motivation and satisfaction 

are shaped by contextual conditions and intrinsic recognition (Alrawahi et al., 2020). 

Islamic values extend these motivators by adding amanah, worship, ihsan, and social 

benefit as sources of meaning. 
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Maslow (1943) places self-actualization at the highest level of human needs, while 

self-determination theory emphasizes autonomy, competence, and relatedness as 

psychological needs that support intrinsic motivation (Deci & Ryan, 2000). In Islamic 

education, teacher self-actualization can be directed toward spiritual and social 

contribution. Teachers do not only fulfill personal potential. They also serve learners and 
society. Therefore, teacher motivation should be developed through welfare, professional 

recognition, pedagogical autonomy, collegial relatedness, and value orientation. 

The JD-R model clarifies that quiet quitting cannot be addressed by moral advice 

alone. Educational institutions should manage workload, reduce unnecessary 

administration, provide leadership support, strengthen teacher learning communities, 

and offer meaningful development opportunities. Spiritual values can operate as personal 
resources, but they must interact with job resources. Research on spiritual resources in 

the JD-R model suggests that spiritual resources can contribute to work engagement and 

lower exhaustion when they are supported by occupational conditions (Bickerton et al., 

2015). This point is important for Islamic education because spiritual language should 

strengthen teachers, not transfer institutional burden to teachers. 
Leadership is also central. Transformational and ethical leadership can 

strengthen engagement when leaders clarify expectations, recognize contribution, 

support growth, and protect teacher well-being. In Islamic educational institutions, 

leadership needs to be grounded in justice, consultation, amanah, and exemplary 

conduct. This means that school leaders should not only inspire teachers. They should 

also ensure fairness in workload, recognition, development, participation, and conflict 
resolution. 

 

3.5 Islamic educational HRM model for responding to quiet quitting 

Based on the synthesis above, this study formulates an Islamic educational HRM 

model consisting of four dimensions: spiritual, humanistic, professional, and 
organizational. The model positions teachers as educational persons who require 

spiritual strengthening, human dignity, professional development, and a healthy 

organizational culture. The model does not replace modern management. It provides 

ethical and spiritual foundations so that HRM does not lose its human and educational 

orientation. 

Table 2. Islamic educational HRM model for responding to quiet quitting 
Dimension Main values Management strategies Expected impact on quiet 

quitting 

Spiritual Work as worship, amanah, 

ihsan 

Meaning-based professional 

reflection, ethical mentoring, and 
strengthening of teacher 
vocation 

Revives intrinsic 

motivation and 
orientation toward benefit 

Humanistic Justice, dignity, empathy Proportional workload, open 

communication, fair recognition, 
and attention to well-being 

Reduces feelings of being 

undervalued and 
psychological withdrawal 

Professional Competence, discipline, 
consistency 

Relevant training, developmental 
supervision, coaching, and 

constructive evaluation 

Strengthens self-efficacy, 
responsibility, and 

instructional quality 
Organizational Consultation, exemplary 

leadership, culture of trust 
Ethical leadership, teacher 
learning communities, 
supportive policies, and 

participatory decision-making 

Strengthens emotional 
and moral attachment to 
the institution 

 

 The spiritual dimension restores the meaning of teachers' work as worship and 

amanah. This dimension is important because quiet quitting often emerges when work 

loses meaning. Spiritual strengthening can be implemented through professional ethics 
development, reflection on the teacher's vocation, and orientation toward educational 
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benefit. Nevertheless, this dimension must operate together with fair institutional policies 

so that it does not become a one-sided moral demand. 

The humanistic dimension ensures that teachers are managed with respect for 

human dignity. Its practices include proportional task distribution, dialogical 

communication, transparent appreciation, and concern for well-being. This dimension 
addresses a key root of quiet quitting, namely the feeling of being ignored, overburdened, 

or disconnected from the organization. 

The professional dimension emphasizes amanah, competence, discipline, and 

consistency. Teachers require relevant training, constructive supervision, coaching, and 

evaluation that develops rather than merely judges. This dimension strengthens teachers' 

sense of capability and responsibility. It also reduces disengagement because teachers 
can see clear pathways for professional growth. 

The organizational dimension emphasizes ethical leadership, consultation, and 

supportive culture. Such a culture creates a work environment that does not only 

demand performance. It also builds emotional and moral attachment to the institution. 

The model shows that teacher quiet quitting cannot be solved by monitoring attendance 
or increasing rules alone. Educational institutions need systems that are fair, 

meaningful, participatory, and professionally supportive. 

 

3.6 Scientific contribution and implications 

The scientific contribution of this study lies in three points. First, it reframes 

teacher quiet quitting as an educational HRM problem that involves job demands, job 
resources, spiritual meaning, leadership ethics, and institutional justice. Second, it 

connects Islamic normative values with modern engagement theories through a four-

dimensional model. Third, it offers a conceptual bridge between Islamic education 

management and recent international research on teacher well-being and quiet quitting. 

The theoretical implication is that Islamic educational management can expand 
modern HRM theory by adding ethical and spiritual resources to the analysis of teacher 

engagement. The managerial implication is that school leaders need to translate justice, 

amanah, and consultation into measurable practices such as fair task distribution, 

transparent evaluation, meaningful recognition, coaching, and teacher participation. The 

educational implication is that teacher engagement should be treated as a condition for 

instructional quality and learner care, not only as an administrative performance 
indicator. 

The policy implication is that Islamic educational institutions need internal 

policies that protect teacher well-being while strengthening professional accountability. 

These policies may include workload audits, developmental supervision, teacher learning 

communities, spiritual and ethical mentoring, and participatory decision-making. Such 
policies can reduce the conditions that lead teachers to withdraw silently while still 

remaining formally employed. 

4 CONCLUSION  

This study concludes that educational human resource management principles derived 

from the Qur'an and Hadith provide a relevant conceptual foundation for responding to 

teacher quiet quitting. Qur'anic values emphasize justice, human dignity, consultation, 
and work as worship. Hadith values emphasize amanah, competence, exemplary 

leadership, discipline, and consistency. Integrating these values with motivation theory, 

employee engagement, and the Job Demands-Resources model produces an Islamic 

educational HRM model with four dimensions: spiritual, humanistic, professional, and 

organizational. 
 The main contribution of this study is the formulation of a conceptual model that 

links Islamic values with contemporary teacher engagement problems. The model shows 
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that teacher management should not be limited to administrative control. Educational 

institutions need to manage workload, strengthen organizational support, provide fair 

recognition, develop teacher competence, involve teachers in decision-making, and revive 

the spiritual meaning of the teaching profession. These elements can help reduce teacher 

quiet quitting by strengthening intrinsic motivation, psychological attachment, 
professional confidence, and trust in the institution. 

 The theoretical implication of this study is the expansion of Islamic educational 

management discourse toward current organizational behavior issues. The managerial 

implication is the need for school leaders to operationalize Islamic values into fair and 

consistent HRM practices. The educational implication is the need to protect teacher 

well-being as a foundation for teaching quality. The policy implication is the need for 
institutional rules that balance workload, accountability, teacher participation, and 

professional development. 

 Since this study is conceptual, further empirical research is needed to test the model 

in schools, madrasas, or Islamic higher education institutions. Future studies may use 

surveys to measure the relationship between Islamic HRM practices and teacher quiet 
quitting, case studies to examine leadership practices in Islamic schools, or institutional 

action research to evaluate the effect of workload reform, coaching, and teacher 

participation on work engagement. 
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