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As a leader, talk is cheap. Action is what counts and practice makes a difference. Below are 
practical steps to improve performance.     

• Monitor and provide the resources that are needed to get the job done. We spoke at 
length about this in episode 37 and shared additional research from Dan Denison, creator 
of the Denison Organizational Culture Survey, showing that engagement suffers when 
employees aren’t given the resources they need to complete assigned tasks. More 
importantly, prolonged periods of insufficient resourcing will absolutely make employees 
reassess their commitment to the company and lead them to consider quiet quitting as a 
coping mechanism to deal with frustrations. 
 

• Give more stated appreciation. If this is something you’re good at, then aim to become 
great. If it’s something you’re bad at, then we highly recommend sharpening your saw in 
this area. Very little will disengage your employees faster than feeling like you don’t 
appreciate the effort they bring. Too often, we still hear leaders and managers say they 
only acknowledge “above-and-beyond” effort, but everyone can’t be above-and-beyond 
all the time. How valuable is the person on your team who can be counted on to come to 
work every day with a good attitude and a commitment to doing their work with pride 
and diligence? How valuable is the team that’s consistently consistent? We’re confident 
there’s at least one positive way you can state appreciation at least once a week for every 
member of your company, but you’ve got to look for it and state it. Make a habit of this 
and you’ll reduce the quiet quitting in your organization. 
 

• Expand the focus of your one-on-one meetings. Leaders rarely forget to cover the work 
with their employees in one-on-one meetings, but it’s less common – yet just as valuable 
– to spend time checking in with your people relationally. How are they doing outside of 
work? How are the people who are important to them? What’s stressing them out or 
keeping them awake at night? The days of leaving your personal life at the door are gone, 
so check in with your people personally just as often as you do professionally. 
 

• Pay attention to who you’re being when doing what you’re doing. This is one of Leb’s 
favorite leadership mantras. What kind of energy are you putting out as you work? How 
are you being while you’re doing? Attention to this places more emphasis on your 
behavior, attitude, and energy than simply on your accomplishments. Why is this so 
important? Because you can accomplish a great deal, but at great cost if you do so in ways 
that damage relationships with your people. If you’re not intentional to interact positively 
with others as you work, more of your people will become quiet quitters. 
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• Simply bringing people back into the office from remote offices doesn’t fix quiet 
quitting. There’s clearly benefit to employees being in close proximity with each other 
that’s hard to replicate through video conferencing and remote work. But assuming the 
cause of quiet quitting in your organization is remote and hybrid work is simplistic and 
naïve, especially when Gallup poll data suggests only 2% more of remote workers quietly 
quit than their in-office counterparts. 
 
If you must bring employees back to the office, you’ll need to articulate what they’re 
coming in to do that they can’t do from home. Equally important, you’ll need to fix the 
underlying issues in the organization that led them to choose quiet-quitting over 
engagement. Regardless of where they work, you need to figure out why they felt they 
needed to disengage so you know where to focus your efforts. Without that, you’ll 
frustrate them more than ever because they’re still disengaged, but now angry at you for 
adding drive time to their day. 
 

• Firing quiet quitters won’t fix your quiet quitting problem, either. This is true for very 
similar reasons as the previous bullet and serves as a cautionary tale to every CEO who 
uses firing as a tool to improve the culture. Many leaders prefer to fire “the bad 
employees” and replace them with “good employees”, but too much data suggests that 
even the highest performers struggle and fail in a crappy environment. Thus, if you were 
to identify and fire your quiet quitters without fixing the issues that led them to 
disengage, your new hires will be just as frustrated and disengaged within a year of 
working in that same environment. And to throw salt in the wound, you’ll have spent a 
ton of money hiring and training new employees, lost productivity from the turnover, and 
taxed your remaining employees with the added work until new hires were up to speed. 
And none of it fixed your quiet quitting problem. 

 
Try to fix your culture and the underlying chronic issues in your organization without firing 
anyone. Once you’ve done that, then you can assess who has reengaged and who now 
might need to be shown the door. 
 

• Tracking and surveilling your employees is the worst idea yet! If you thought firing quiet 
quitters took a toll on your culture, try installing spyware on every employee’s devices to 
track how hard they’re working and see where that gets you. Lack of trust is one of the 
reasons employees quietly quit in the first place, so the moment someone catches wind of 
your Big-Brother tactics (and they most definitely will), the uproar will be deafening. Not 
only will it destroy your culture, but any hopes you had of hiring new blood to improve 
your culture will be greatly hampered when the outside world hears about it. If this is 
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what you believe you need to do, you’ve got bigger issues in the company than quiet 
quitting. 

 
• Quiet Quitting is not a terminal illness or an irreversible problem. To the contrary, quiet 

quitting is a current state of being, which means it can change. We spoke in episode 37 
about organizations that believe they only have two options for dealing with quiet 
quitters: put up with them, or go through the painful and expensive process of replacing 
them. But understanding that quiet quitting can be fixed opens a third option for you: 
reengaging them! 
 
As we’ve already stated here, quiet quitters have made that choice because chronic issues 
in the business remained unresolved for too long. Rather than seek out your quiet quitters 
to punish them, seek them out to engage them in conversation, brainstorming, and 
problem-solving to address that which prevents them from feeling like they can engage. 
 

• Get to know your employees as individuals. Quiet quitters often view the act of quiet 
quitting as putting up hard boundaries between work and personal, so one way you can 
combat that is by getting to know them personally. The more they see your care and 
interest in them as people, not just human resources, the more likely they are to connect 
with you and the business, the exact opposite of quiet quitting. 

 
• Self-care is more important than ever before. You’ve heard us say in this space before 

that leaders – especially CEOs – have the greatest impact on every organization culture. 
Thus, if you’re not focused on self-care, you’re likely not showing up as well as you can. 
Since others take your lead, you may be inadvertently making it okay for others to not 
show up well, either. And when you and other leaders aren’t showing up well, your 
employees aren’t getting the quality of leadership they need to remain engaged and 
connected to their work. As Mark Williams, CEO of Brokers International, told us way back 
in Episode 8, “The fish stinks from the head down.” Don’t stink. Take care of yourself first 
so you can better care for others. 
 

• Create an open and trusting environment through psychological safety. You heard in this 
episode about how quiet quitting is a choice employees make only after having spent too 
much time and energy frustrated by things that weren’t changing. Therefore, if you hope 
to reengage your quiet quitters – and why wouldn’t you? – you’ll need to create a safe 
environment for them to speak openly without fear of retaliation about those issues. The 
slightest threat of punishment for speaking up and sharing frustrations with leaders is 
enough to make even the boldest of employees withdraw and disengage. 
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• When it’s not working, step back and reflect before moving to act. As CEO, you’re likely a 
problem-solver prone to action, but there’s value spending time in discovery to ensure 
your actions meet the needs and have the intended effect. If quiet quitting is a problem, 
try more inquiry – asking a ton of questions – and less advocacy – giving your opinion and 
telling others how to fix it. The more time you reflect, the better your data-gathering will 
be; and the more data you have, the better your decision-making will be. Reengaging 
quiet quitters requires a thoughtful and intentional approach. 
 

• The best tools are mirrors, not hammers. This is one of Patrick’s favorites, a reminder to 
managers that instead of demanding anything from your employees, look in the mirror 
and ask what you can do to fix the problem. It’s easy to be frustrated with your quiet 
quitters, but rather than ask or demand they reengage, or worse yet blame them for 
disengaging, look in the mirror and ask what you need to do to create an environment 
where more people can engage. You’ll drive yourself crazy waiting for quiet quitters to 
reengage, but you can go on the offensive to intentionally create a great culture and see 
who jumps on board. 
 

• Keep developing your people. This one is directly tied to quiet quitting in two ways. First, 
one reason employees quietly quit in the first place is because they feel like the company 
has no interest in their growth and development. The more you invest in them today and 
for tomorrow, the less likely they are to be quiet quitters. But the second reason why this 
is so important and directly linked to quiet quitting lies in the strength – or lack thereof – 
of the people managers in the company. Your best defense against quiet quitters is strong 
people managers, and strong people managers don’t just happen, they’re developed over 
long periods of time by you and others who invest in them. Developing your managers 
may be the best investment you make in a long time. 
 

• Reevaluate your onboarding. Believe it or not, quiet quitting can begin as early as a new 
employee’s first week on the job. You’ve heard of the importance of the first 90 days, so 
why not go back and see how you can make your onboarding even better? When’s the 
last time you polled newer employees for feedback on making their onboarding better? 
Better yet, have you considered getting an outside firm’s unbiased perspective on the 
matter? Getting onboarding right is integral to employee engagement – the opposite of 
quiet quitting – and it can take a very long time to recover when you screw it up. 
 

• Strong managers are the answer to combat quiet quitting! You heard in this episode that 
managers are responsible for 70% of the variance in employee engagement scores 
according to a Gallup survey of 10 million employees in 150 countries. Your first and best 
line of defense against the epidemic of quiet quitting is strong managers in your 
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organization who can competently lead and engage your employees. Invest in them! Train 
them! Develop them! Don’t make the mistake of assuming great individual contributors 
are equipped to be great managers. They can be in time, but not without help. 
 
The stronger they are, the easier your job will be, but the weaker they are, the more 
frustrated you’ll be. We encourage you to share this episode with every manager in your 
company and talk about it as a team. But be careful not to point fingers at the quiet 
quitters for their disengagement. Start in the mirror and work to determine what you, the 
leaders and managers of the company, need to do to create an environment where quiet 
quitting isn’t necessary to get through the day. 
 

• Continually work to have meaningful meetings. One final thought before we close the 
book on the Quiet Quitting Episode: inefficient meetings are a major detractor of 
employee engagement, especially when employees are already feeling overwhelmed and 
overloaded. Learn the difference between productive, efficient meetings and the ones 
that suck time and energy from its participants. Have a written agenda and follow it. Only 
invite those who need to attend. Avoid covering topics affecting only a few when many 
unaffected participants are in the room. Sharpen your facilitation skills to keep the room 
on task. Consider shortening every meeting by 50% and see if you can become more 
efficient and on-topic. The impact on you and your people is tangible. 

 
 

 
 
 

To listen to this Episode again and tune in to episodes that you may have missed, go to 
http://www.thefrustratedceo.com/. 


