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ABSTRACT

This research study explored the “quiet quitting” phenomenon, focusing on how different
leadership styles, namely, autocratic, laissez-faire, and democratic, impact employee
engagement and retention in a Tier-1 automotive supplier organisation. The study aimed to
clarify the relationship between these leadership approaches and the likelihood of quiet
quitting. Through a quantitative analysis, the findings revealed key insights into how leadership
practices affect employee behaviour, providing actionable recommendations for enhancing

retention strategies and understanding workforce motivations.

Keywords: employee engagement, leadership styles, quantitative analysis, quiet quitting,

retention strategies
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CHAPTER 1: INTRODUCTION AND BACKGROUND

1.1 Background of the study

In an ever-changing and competitive business environment, attracting and retaining talent is a
constant challenge for organisations (Mazlan & Jambulingam, 2023; Abraham, 2023). The
modern workplace comprises a mix of generations that engage with one another to support
business operations. The generations are Generation X (Gen X) which refers to individuals
born between 1965 and 1980, Generation Y (Gen Y) which refers to individuals born between
1981 and 1994 and finally, Generation Z (Gen Z) which points to individuals born between
1995 and 2009 (Benitez-Marquez et al., 2022).

High employee turnover not only disrupts the stability of an organisation but also leads to
significant costs in terms of new recruitment, training and ultimately, reduced productivity
(Zhong et al., 2022). With these challenges in mind, it is essential for the organisation to
understand what influences employees’ intentions regarding quiet quitting and the leadership

styles at the centre of such employee behaviour.

According to Serenko (2023), quiet quitting is a state of mind in which an employee
deliberately limits their work responsibilities to those that are formally stated in the job
specification. The employee is only willing to meet the minimum employment expectations

and chooses to ignore any additional work that may come up.

1.2 Problem statement

Leadership styles could have a significant impact on the existence of quiet quitting. According
to Lowisz (2022), leaders have a direct impact on the quiet quitting of their team members,
however, different leaders possess different traits that form part of their persona. As a result,
no relationship has been established between the three different leadership styles and quiet
quitting. DePrisco (2022) emphasises that quiet quitting has become a leading trend in the
modern workplace post- the COVID-19 pandemic that is associated with Gen Z. Quiet quitting
is very silent compared to other factors that lead to high turnover and as a result, it can go

unnoticed by leaders until the employee finally leaves the organisation (Arzuaga et al., 2023).

The purpose of this research was to investigate how different leadership styles influence the
likelihood of employees engaging in quiet quitting. The transformational leadership theory and

social exchange theory both suggest that leaders who inspire and motivate employees to exceed



their own self-interests can foster higher engagement, reducing the likelihood of quiet quitting
(Bakker et al., 2023). The transactional leadership theory suggests that autocratic leaders often
rely on strict rules to manage their employees, which then leads to disengagement as employees
feel controlled rather than supported (Jaqua & Jaqua, 2021). Laissez-faire leadership theorises
that the lack of direction and ambiguity causes frustration among employees, as a result when
employees feel less supported and unclear about expectations, they may disengage leading to
quiet quitting, on the other hand, if employees thrive in an independent environment, they

might remain engaged (Thanh & Quang, 2022).

1.3 Research objectives

The research objectives below guided the study in investigating the relationship between
leadership styles and quiet quitting within the target organisation, a Tier-1 automotive supplier.
The study also provided the organisation with practical insights on how to enhance employee

engagement and reduce employee turnover. The research objectives are outlined below.

e to determine the relationship between the autocratic leadership style and quiet
quitting within the organisation;

e to determine the relationship between the democratic leadership style and quiet
quitting within the organisation;

e to determine the relationship between the laissez-faire leadership style and quiet
quitting within the organisation;

e to provide recommendations on how the target organisation for the study could
develop and train leaders to adopt leadership styles that reduce the likelihood of quiet
quitting.

14 Research questions

This study addressed the following research questions.

e  What are the specific behaviours and actions that leaders exhibit that contribute to
quiet quitting?

e How do employees’ perceptions of their leaders’ support, recognition and
empowerment, influence their quiet quitting?

e  Which generation within the target organisation of study is more prone to quiet

quitting?



1.5 Rationale for the study

The modern workplace has changed post- the COVID-19 pandemic and as a result, work
environments require that leadership styles change to better manage and lead teams
(AlMazrouei, 2023). Some notable changes in the work environment are the hybrid mode of
working, where employees may opt to work from home (Bangura & Lourens, 2023) and how
leaders track key performance indicators of their teams in hybrid work settings (McPhail et al.,

2024).

Quiet quitting often suggests a lack of engagement or effort but it can be quite subtle, especially
in remote work environments. Employees might appear productive on the surface, completing
their tasks while quietly stepping back from extra responsibilities or collaborative efforts. This
can create a challenging situation for leaders, as it is not always easy to spot those who are

quietly quitting just by looking at their output (Hong et al., 2023).

In many cases, these employees may still attend meetings and submit their work on time, giving
the impression that everything is fine. However, beneath this facade, they might feel
disconnected from the team and less motivated to contribute beyond the basics. This makes it
crucial for leaders to foster open communication and build strong relationships, helping to

create an environment where employees feel comfortable expressing their needs and concerns.

1.6  Delimitations of the study

This research outlined critical delimitations, assumptions, and limitations pertinent to the
study’s scope. The study specifically examined three leadership styles: autocratic, democratic,
and laissez-faire, while intentionally excluding others to maintain a focused analysis within the
context of a Tier-1 automotive supplier. The target population comprised solely mid-level
management and operational staff, which may have restricted the generalisability of the
findings. The study made several assumptions: it was assumed that participants would respond
truthfully to surveys, that the selected leadership styles were relevant to the industry, and that
the organisational environment would remain stable during the research period. However, the
potential for response biases existed, and the reliance on a quantitative methodology limited
the depth of insights, as it lacked qualitative data that could have provided a more detailed

understanding of employee experiences.

Additionally, due to time constraints, the findings may not have captured long-term impacts,

representing a significant limitation of the research. The exclusion of qualitative methods



restricted the exploration of the complexities inherent in employee engagement and leadership
dynamics. These factors highlight the necessity for future research to consider diverse
organisational contexts and methodologies, which could have enhanced the robustness and
applicability of the results. Such exploration would contribute to a more comprehensive
understanding of the relationships between leadership styles and employee behaviours in

various sectors.



CHAPTER 2: LITERATURE REVIEW

2.1 Introduction

The literature review section focused on previous work relevant to the research topic. The
literature helped support the research argument and presented findings from earlier studies. It

primarily concentrated on the automotive sector.

2.2 The concept of leadership

Leadership is described as a process of influence in which managers can get their subordinates
to work willingly, effectively and efficiently (Lee,2022). Through leadership, a leader’s
qualities and knowledge may be influenced by other traits such as beliefs, ethics, and values.
The skills and knowledge of the leader are directly linked to the leadership styles, whereas
traits shape the leader’s characteristics that make them different from the next person (Bwalya,
2023). Leadership is shaped around inspiring other individuals within the organisation to

perform in a manner that leads to the organisation achieving its set goals (Musaigwa, 2023).

23 Different leadership styles

Leadership style is defined as a manner of providing direction, implementation of plans and
maintaining a motivated workforce (Wang et al., 2022a). In the late 1930s, Kurt Lewin led a
group of researchers who identified different leadership styles that leaders used to influence

employees within their organisation to achieve set goals (Shukla & Sinha, 2022).

2.3.1 Democratic/participative leadership

The democratic leadership style emphasises teamwork, inclusivity, and a shared decision-
making process between the leader and his/her subordinates (Bwalya, 2023). Vasileva and
Datta (2021) emphasise that under the democratic leadership style, in the automotive sector,
supervisors who lead teams on the production floor actively involve their team members in the
decision-making process by seeking their input and considering their input when making

critical decisions within the operations.

This leadership approach promotes a sense of empowerment among the team members, as they
get to voice their inputs that ultimately shape their work outcomes (Hieu, 2020). According to
Wahyuwardhana and Wisesa (2024), this leadership style encourages open communication
within the organisation, creates an environment that fosters trust and promotes the development

of individual and team skills.



Susita (2023) also found that this form of leadership style in the automotive industry is
characterised by nine dimensions, namely, openness, orientation to problem-solving, freedom
at work, inspirational motivation, intellectual stimulation, individualised consideration,
coaching, participatory decision making and showing concern. This form of leadership
cultivates a strong sense of ownership and commitment among team members, leading to

higher levels of engagement and motivation (Wang et al., 2022b).

Lastly, democratic leadership is primarily associated with participative management theory,
which emphasises collaboration and active involvement of team members in the decision-
making process (Wang et al., 2022a). Key features include leaders actively seeking input and
feedback, making decisions collectively to foster a sense of ownership among employees, and
encouraging team members to express their ideas (Wang et al., 2022a). This approach enhances

employee engagement, making them feel valued, which increases motivation and productivity.

2.3.2 Laissez-faire/delegative leadership

The laissez-faire leadership style involves a more hands-off approach, where leaders provide
minimal guidance or direction to their team members (Jin & Men, 2023). In a laissez-faire
leadership style, leaders delegate authority and decision-making power to their subordinates,
allowing them to work autonomously and make their own decisions (Igbal et al., 2021).
However, a study by Vasileva and Datta (2021) found that in the automotive industry, though
employees preferred the democratic leadership style, the level of employee motivation
increased when the laissez-faire leadership style was used, though it was not statistically

significant.

According to Rassaa and Emeagwali (2020), this leadership style can promote creativity,
independence, and individual initiative. However, Research by Zhang (2023) found that this
leadership style may also lead to a lack of structure within the organisation, poor coordination,

and a lack of accountability in team members if not managed effectively.

Laissez-faire leadership is found to be most efficient and effective when implemented in a
workforce that is skilled, motivated and has a high level of expertise in their respective areas

of work (Ali & Ullah, 2023; Zhang, 2023).

Lastly, laissez-faire leadership is primarily associated with the human relations theory, which
emphasises the significance of social relationships and employee well-being (Zhang et al.,

2023). Key features include granting employees autonomy, minimal supervision, and trusting



their capabilities. This approach empowers employees, enhancing motivation and fostering
creativity (Modise, 2023). However, while effective for self-motivated teams, it can lead to
confusion and a lack of direction if team members need more guidance, making its

effectiveness context-dependent (Zheng & Li, 2024).

2.3.3 Autocratic/authoritarian leadership

Autocratic leadership focuses on centralised decision-making and strict control by the leader
(Pizzolitto et al., 2022). The leaders have complete authority over their respective departments
and make decisions without seeking any input from their team members (Du & Li, 2020). This
leadership style is known to be efficient and effective in organisational situations that require
a quick response and decisive action, such as emergencies within the organisation (Rosing et

al., 2022).

Research by Wang et al. (2022b) shows that this leadership style leads to a lack of employee
motivation, creativity, and engagement. As a result, this form of leadership style tends to create
a sense of dependency on the leader where team members wait on the leader for decisions to
be made, which then results in decreased job satisfaction and lowers the self-confidence of

team members (Saeed et al., 2023; Wang et al., 2019).

Lastly, autocratic leadership is mainly linked to the classical management theory, which
emphasises a top-down management approach characterised by centralised decision-making
and strict control by leaders (Rosing et al., 2022). Key features include a clear hierarchy, limited
employee autonomy, and a strong focus on efficiency. Although this style facilitates quick
decision-making and provides clarity in roles, it often reduces creativity and could lead to

decreased employee morale over time (Alkuwari, 2025).

In conclusion, the management theory that encompasses democratic, laissez-faire, and
autocratic leadership styles is the situational leadership theory. This theory suggests that
effective leadership varies based on the context and needs of the team (Bwalya, 2023). Leaders
adapt their style to democratic, laissez-faire, or autocratic, depending on factors such as the
team’s maturity, the task at hand, and the specific challenges faced. This flexibility allows
leaders to choose the most appropriate approach to maximise team performance and

engagement (Biloa, 2023).



24 Quiet quitting

Post- the COVID-19 pandemic, the world of work has changed both employers’ and
employees’ work patterns, whilst new working conditions like flexible work hours and hybrid
work have been welcomed by some employees (Galanis et al., 2023). However, the adaptation
has introduced problems like quiet quitting in the workplace. Quiet quitting refers to a mindset
in which an employee expends minimum effort and takes fewer responsibilities within the
workplace (Oztiirk et al., 2023). It often goes unnoticed by the leaders as the employees who
have psychologically checked out of their jobs continue to work but only put in the bare

minimum (Hamouche et al., 2023).

2.4.1 Causes of quiet quitting
24.1.1 Job dissatisfaction

One of the primary causes of quiet quitting is job dissatisfaction. When employees feel
unfulfilled or undervalued in their roles, they may gradually disengage from their work
(Caldwell & Mahand, 2023). According to Na-Nan (2021), some employees have highlighted
factors like the lack of challenging tasks in the workplace, expectations not being met by the
employer and a mismatch between the skills they possess and the responsibilities assigned to

them, as some factors that lead to dissatisfaction in the workplace.

Research by Affainie and Qutieshat (2023) reports that Taylor’s 1909 theory of motivation
(Awofeso, 2019) indicates that to increase the productivity of their workforce, leaders should
devise more efficient ways for employees to perform tasks as well as ensuring that employees
are matched to jobs based on their abilities. Leaders should provide appropriate training to help

employees carry out their work (Saudi et al., 2021).
24.12 Lack of recognition

Employees thrive on recognition and appreciation for their contributions. Maslow’s 1943
Hierarchy of Needs outlined esteem as one key tier of human needs (Nurjanah & Suherman,
2022). People value being recognised for the work they do (Trivedi & Mehta, 2019).
Consequently, when employees’ efforts are unnoticed or unacknowledged, they may gradually
lose motivation and become disengaged, which ultimately affects the quality of their work
(Zhong et al., 2023). An article by InspiriSYS (2024) outlined inadequate recognition as one

of the most common reasons for employee disengagement.



2.4.1.3 Inadequate communication

Poor communication channels or a lack of transparency within the organisation can also
contribute to quiet quitting (Davis, 2023). According to Herzberg’s Two Factor theory of
motivation of 1959 an employee’s working conditions and company policies influence
employee satisfaction (Zhenjing et al., 2022), whenever employees feel left out of important
decisions within an organisation, uninformed about changes that are taking place, or cannot
voice their concerns, they may gradually distance themselves from their roles (Joseph & Shetty,

2022; Yildiz, 2023).

2.4.14 Limited growth opportunities

The Gallup model outlines growth and development as one of the factors that impact an
employee’s level of engagement; employees would like to work in organisations that have
opportunities for them to learn, grow and support (Alnuaimi, 2022). According to Galanis
(2023), a lack of professional development prospects can reduce the employees’ eagerness to
put in more work effort and eventually push them towards quiet quitting. When employees feel
that there is no room for growth or that their contributions are not leading to meaningful career

progression, they may quiet quit as a result (Pevec, 2023).
24.15 Toxic work culture

A work environment dominated by micromanagement, lack of trust among team members and
leaders or conflicts can significantly reduce employee engagement within the organisation
(Okocha et al., 2022). The resulting stress levels that employees endure from toxic work
environments eventually lead them to quit quietly. In most instances, employees exposed to
such work environments fear retaliation from the leaders should they at any time voice their

concerns (Oztiirk et al., 2023).

2.4.2 Signs of quiet quitting

Caldwell and Mahand (2023) emphasise that it is important for organisations to recognise the
signs of quiet quitting among the workforce. This will help the organisation take measures to
rescue the situation. Literature has detailed some of the signs that leaders in organisations may
see amongst their team members as signs that they have silently disengaged. Below are some

of the signs.



24.2.1 Decreased productivity and enthusiasm

Employees who have quiet quit often show a decline in their productivity levels. Such
employees may complete tasks with minimal effort by doing what is expected and nothing
more, miss deadlines to submit or complete work, and show a lack of initiative or interest in
taking on new projects that the organisation may take up (Yildiz, 2023). The employees become
less proactive when it comes to the contribution of ideas and participation in discussions within

the organisation (Serenko, 2023)
2422 Withdrawal from collaboration and increased absenteeism

From a professional perspective, employees who have quit quietly tend to withdraw from any
form of collaborative effort. As a result, they choose not to participate in any team activities
through fewer contributions in meetings and discussions (Carrion, 2023). According to an
article by Atiom (2023), quiet quitting can also be seen through increased absenteeism by an
employee. Employees may take more time off work than usual to distance themselves from the

organisation.

The above signs may also be observed as signs of other issues the individual may be facing.
However, for this study, the survey questionnaire probed the participants on their level of job

satisfaction as a factor that has emerged often when discussing the topic of quiet quitting.

2.5  Conceptual framework

The phenomenon of “quiet quitting” refers to situations where employees disengage from their
work and organisation without overtly expressing their dissatisfaction or intention to leave. It
can result in reduced productivity, decreased organisational commitment, and increased
turnover (Taborosi et al., 2013). Leadership styles, on the other hand, play a crucial role in
shaping the work environment and influencing employee behaviour (Wang, 2023). This
conceptual framework explores the relationship between leadership styles and quiet quitting,
shedding light on how different leadership approaches can impact employee engagement and

retention.

The study utilises the human relations theory. According to this theory, leaders within the
organisation ensure that all the organisational goals and objectives are achieved by recognising
employees’ inputs, attitudes, relationships amongst themselves and the leadership styles within

the organisation (Ayodeji, 2021).
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Independent variables Dependent variable

Autocratic leadership

Democratic leadership

Quiet quitting

Laissez-faire leadership

Figure 1. Conceptual framework

The following hypotheses were tested:
Hi: Autocratic leadership style predicted quiet quitting within the organisation.
Ha>: Democratic leadership style predicted quiet quitting within the organisation.

Hs: Low levels of laissez-faire leadership predicted quiet quitting within the organisation.
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CHAPTER 3: RESEARCH METHODOLOGY

3.1 Introduction

The study took a quantitative research approach due to its ability to report on the relationship
between variables (Creswell, 2022). The nature of the study required a quantitative approach,
as it sought to test the significance and strength of the relationship between leadership styles

and employee quiet quitting

3.2 Research design

The research study utilised both descriptive and inferential statistics to test the hypotheses.
Data were collected through a survey questionnaire administered to staff members of the target
organisation. The independent variables (IVs) were the three leadership styles: autocratic,
democratic, and laissez-faire, while the dependent variable (DV) was the phenomenon of quiet

quitting.

To measure the IVs, specific indicators were identified: for autocratic leadership, decision-
making authority and feedback mechanisms; for democratic leadership, employee participation
and team collaboration; and for laissez-faire leadership, support and guidance. The DV, quiet
quitting, was assessed using employee engagement survey scores, which provided quantitative
data on employee attitudes and behaviours related to engagement levels. This comprehensive
approach enabled a thorough analysis of the relationship between leadership styles and the
quiet quitting phenomenon, facilitating a deeper understanding of how different leadership

approaches impact employee engagement.

3.3  Research paradigm

The research study was grounded in the positivist paradigm, which emphasises the use of
quantitative methods to explore relationships between variables (Maksimovic & Evtimov,
2023). This approach aligned with the study’s aim to test specific hypotheses regarding the
impact of autocratic, democratic, and laissez-faire leadership styles on the phenomenon of quiet
quitting. By employing descriptive and inferential statistics to analyse data collected from a
survey questionnaire administered to staff members, the research sought to maintain objectivity
and rigour. The use of measurable indicators for each leadership style and the assessment of
quiet quitting through employee engagement survey scores further supported the positivist

framework. This paradigm enabled the researcher to derive generalisable conclusions about the

12



influence of different leadership approaches on employee engagement, highlighting observable

phenomena and their interrelationships.

34 Data collection method
3.4.1 Population

The population of the workforce within the target organisation for the study was 530. Mid-
management employees accounted for 24% of the entire population. Therefore, the population
size¢ was 133. The population excluded employees who were fully involved in the

manufacturing operation, in this case, the operators.

3.4.2 Sample and sampling method

For this study, a convenience sampling technique was used because participants were easily
accessible and available to the researcher. To explain that the survey was purely for academic
purposes and not work-related, the researcher scheduled brief meetings with potential
participants, hoping to maximise the response rate. The sample size was determined using the

Yaro Yamane formula, assuming a 95% confidence level and a 5% margin of error.

_— N
" 1+ N(e)?
Where:
n = Sample size
N = Population size
e = error rate (0.05)
133

~ 1+ 133(0.05)2
=100
The study sample size is 100.

3.5 Research instrument

The survey questionnaire used Likert scale-type questions to gauge participants’ feelings about
specific topics through a point scale system. A 5-point scale format was chosen for its ease of

understanding and common usage in research (Jamieson, 2024). Larger Likert scales can be
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challenging for participants as they may struggle to differentiate between categories with subtle

differences (Tanujaya et al., 2023).

The survey utilised three distinct Likert scale instruments to assess employee experiences. The
Gallup Q12 of 1997 (Sapko, 2024) measured employee engagement with items like “I am
enthusiastic about my work”, achieving a reliability coefficient of 0.90. Mobley’s Turnover
Model of 1977 (Singh, 2023) evaluated turnover intentions, including the item “I often think
about leaving my job”, with a reliability coefficient of 0.85. Spector’s Job Satisfaction Survey
(JSS) (Tokekar, 2024) provided insights into job satisfaction, featuring reverse-scored items
such as “I often feel disconnected from my work™ and attained a reliability coefficient of 0.92.

This structured approach enabled a clear analysis of each instrument and its sub-scales.

The surveys collected participants’ demographic information, including gender, age, and
educational background. This information helped categorise the participants into generations
according to the literature, providing insights into which generation was more prone to quiet

quitting.

The survey was created in Microsoft Excel due to its ability to create and format Likert scale
questions. The surveys were printed as hard copies and meetings were scheduled with the

participants to complete the survey.

3.6  Data analysis strategy and interpretation

The researcher used the Statistical Package for the Social Sciences (SPSS) software to perform
a regression analysis on the data, which allowed the relationship between the dependent

variable and independent variables to be examined.

Correlations were established between the leadership styles and quiet quitting before
predictions were made. Each hypothesis was either accepted or rejected, based on the findings

from the analysis.

3.7  Reliability and validity
3.7.1 Research reliability

To assess the consistency of the survey questionnaire, the study focused on test-retest
reliability, which examined whether the same questionnaire produced similar results when re-
administered. This was evaluated using Cronbach’s alpha, a technique that tested the internal

consistency of the survey questions.
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3.7.2 Research validity

The study used Pearson’s correlation technique, which is a measure of how two variables are
related to each other and the degree to which they correlate. The degree of correlation ranged
between -1 and 1, with -1 being a perfect negative correlation and 1 being a perfect positive

correlation.

3.8 Ethical considerations

Ethical considerations ensured both participant and organisational anonymity in the study. A
consent form allowed participants to accept or decline participation, safeguarding their privacy,
while the target organisation’s identity remained confidential in reporting. The study committed
to accurately reporting findings without distortion, upholding research integrity and trust with
participants and the organisation. In accordance with the POPIA Act, all collected data was

securely stored by the researcher.
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CHAPTER 4: RESULTS

4.1 Introduction

The study evaluated the relationship between leadership styles and employee quiet quitting in
a Tier-1 automotive supplier. A total of 108 surveys were distributed, all of which were
completed and returned. This chapter presents the results from an analysis of the surveys,

utilising both descriptive and inferential statistics to analyse the data.

4.2 Demographic characteristics of the respondents

This section presents the demographic characteristics of the respondents, which include gender,
age, education level, and years of work experience of the employees working in the company.

The gender distribution of respondents is depicted in Figure 2 below.

Gender

Frequency

Male Female

Gender

Figure 2. Distribution of respondents by gender

Figure 2 indicated that the majority of participants were male (69 = 64%) compared to female
(39 = 36%). This gender distribution highlights a significant male representation in the study
sample. This spread of participants is in keeping with a report from Statistics South Africa
published in 2021 that showed that the metals, metal products, machinery and equipment sector

had an employment ratio of males to females of 80.3% to 19.7% respectively (Stats SA, 2021).

Figure 3 below shows the distribution of respondents by age group.
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Age

18-30 years 31-40 years 41-50 years 50 years and above

Frequency

Age

Figure 3. Distribution of respondents by age group

Figure 3 revealed that the largest group of respondents (43) was in the “50 years and above”
category, indicating a significant portion of the workforce nearing retirement and the potential
turnover of experienced employees. In contrast, of the younger age groups, 23 were in the 18—
30 years group, 22 were in the 31-40 years group, and 20 were in the 41-50 years group,
showing a more balanced distribution. This gap raised concerns about knowledge transfer and
succession planning, as valuable institutional knowledge was at risk of loss due to the

impending retirement of older workers.

Figure 4 below depicts the distribution of respondents by education level.
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Education level

High School Diploma Bachelor's Honor's Master’'s Doctoral
Degree Degree Degree Degree

Education Level

Frequency

Figure 4. Distribution of respondents by education level

Figure 4 above shows that the largest group of respondents (38=34%) had a high school
diploma, followed closely by 33 individuals (30%) with a diploma and 32 (29%) holding
Bachelor’s degrees. Only 5 participants (5%) possessed an Honours degree, and none had a
Master’s or Doctoral degree. This distribution indicates a predominance of individuals with

lower educational qualifications within the sample.

Figure 5 below indicates the distribution of respondents by work experience.

Work Experience

Frequency

Lessthan 1 1-3 years 4-6 years 7-10years More than 10
year years

Work experience

Figure 5. Distribution of respondents by work experience
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Figure 5 revealed that the majority of respondents (63) had over 10 years of work experience,
highlighting a workforce predominantly composed of highly experienced individuals, which
suggests stability and extensive knowledge. At the opposite end of the spectrum, only 1
respondent had less than 1 year of experience, reflecting a low presence of entry-level
employees. This may signal challenges in attracting new talent or a preference for hiring more

experienced candidates.

4.3  Descriptive analysis

The study used Likert scale-type questions.

4.3.1 Dominant leadership style in the target organisation for the study

The table below shows the mean score and standard deviation of the leadership styles within

the company under study.

Table 1. Summary of leadership styles ranked by mean score

Leadership style Mean Standard Rank
deviation

Autocratic 3.22 0.063 1

Laissez Faire 3.12 0.036

Democratic 3.06 0.040 3

Autocratic leadership ranked as the most favoured style, with a mean score of 3.22, indicating
a strong preference for directive leadership. This high score, coupled with a low standard
deviation of 0.063, suggests an agreement among respondents on its effectiveness in providing
clear guidance and decisiveness. Democratic leadership closely followed, achieving a mean
score of 3.06, reflecting an appreciation for collaborative processes where team input was
valued, supported by a low standard deviation of 0.040. Laissez-faire leadership occupied a
middle ground with a mean score of 3.12 and a very low standard deviation of 0.036. This
“hands-off” approach, significant in the automotive sector, fostered innovation and creativity
by empowering employees to solve problems independently. This autonomy enhanced job
satisfaction and productivity, particularly among younger workers who thrived under its
flexibility, while older workers appreciated the freedom to leverage their expertise, even though

sometimes requiring additional guidance in adapting to new processes.
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4.3.1.1 Autocratic leadership style

Table 2. Mean scores for perceptions of autocratic leadership style

Leadership Style Mean  Std. Deviation
The leadership style of my immediate supervisor 2.50 1.04
influences my intention to stay with the organization
My immediate supervisoris accessible and 3.17 1.06
approachable for discussions and support
My immediate supervisor expects compliance with 3.19 0.96
their directives
My immediate supervisor encourages open 3.23 1.04
communication and feedback
My immediate supervisor provides clear expectations | 3.09 1.02
and goals for my work
My immediate supervisor recognizes and appreciates | 3.16 1.01
my contributions to the organization

3.22 0.063

The findings revealed that immediate supervisors significantly influenced employee
perceptions and organisational engagement. The impact of a supervisor’s leadership style on
retention received a mean score of 2.90, indicating moderate recognition of this influence.
Supervisors’ accessibility and approachability scored 3.17, highlighting the value employees
placed on open communication. Compliance with directives got a mean of 3.19, while
encouragement of open communication and feedback achieved the highest score at 3.23,
emphasising the importance of collaborative leadership. Additionally, supervisors’ ability to
provide clear expectations and goals was rated at 3.09, and recognition of contributions scored
3.16, underscoring the significance of acknowledgement in enhancing employee morale.
Overall, these findings underscored the crucial role of effective communication, support, and

recognition in improving employee satisfaction and retention.
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4.3.1.2 Democratic leadership style

Table 3. Mean scores for perceptions of democratic leadership style

Leadership Style Mean  Std. Deviation
My immediate supervisor encourages open 3.46 1.02
communication and collaboration
My immediate supervisor provides clear directions 3.35 1.06
and expectations
My immediate supervisor supports employees’ 3.05 1.05
professional development
My immediate supervisor recognizes and rewards 2.93 1.08
employees' achievements
My immediate supervisor shows empathy and 3.41 0.95
understanding towards employees
My immediate supervisor encourages the team 3.16 1.14
members to share their opinions

3.06 0.04

The data regarding leadership styles emphasised the impact of immediate supervisors on
employee engagement and satisfaction. The highest mean score of 3.46 was attributed to the
encouragement of open communication and collaboration, indicating strong employee belief
in a communicative work environment. The provision of clear directions and expectations
scored 3.35, reflecting an appreciation for clarity in leadership. A mean score of 3.05 for
supporting professional development suggested some acknowledgement of efforts, though
improvements were needed. Recognition and rewards for achievements received a lower mean
of 2.93, highlighting a gap in employee acknowledgement. Empathy from supervisors scored
3.41, indicating the value placed on emotional support. Finally, encouragement for team
members to share opinions held a mean of 3.16, suggesting a positive feedback environment
but also a need for more inclusive dialogue. Overall, these findings underscore the importance
of communication, recognition, and empathy in enhancing employee satisfaction and

engagement.
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4.3.1.3 Laissez-faire leadership style

Table 4. Mean scores for perceptions of laissez-faire leadership style

Leadership Style Mean Std. Deviation
My immediate supervisor delegates authority and 3.04 1.07
empowers employees
My immediate supervisor demonstrates fairness in 3.09 1.02
decision-making processes
My immediate supervisor encourages and supports 2.90 1.12
my professional development
My immediate supervisor effectively resolves 3.10 1.01
conflicts within the team
My immediate supervisor demonstrates trust and 3.17 1.04
respect towards team members
My immediate supervisor provides autonomy and 3.09 1.06
independence in my job role

3.20 0.035

The data on leadership styles indicated that employees perceived their immediate supervisors
as moderately effective in empowering them, with a mean score of 3.04 for delegation of
authority. Fairness in decision-making processes received a slightly higher score of 3.09,
suggesting a generally positive view of leadership equity. However, the lower score of 2.90 for
support of professional development highlighted an area that needed improvement. Conflict
resolution skills were valued, as reflected in the score of 3.10. Trust and respect demonstrated
by supervisors garnered the highest score of 3.17, indicating strong interpersonal relationships.
The overall mean score for providing autonomy and independence in job roles was 3.20,

suggesting that while employees appreciated their independence, there was still potential for

further enhancement in this area.
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4.3.2 Quiet quitting

Table 5. Mean scores for perceptions of quiet quitting

Quiet quitting Mean Standard deviation
| frequently think about leaving my current 2.43 1.3
job without informing anyone

| often feel disengaged and uninterested in 2.36 1.24
my work

| have reduced my effort and commitmentto | 2.35 1.20
my current job

I find it challenging to voice my concerns and | 2.40 1.31
frustrations at work

| believe my current job does not align with 2.33 1.39
my long-term career goals

| have mentally checked out from work, even | 2.28 1.27
though | physically remain present

| have become less motivated and 2.29 1.27
productive at work

| have disengaged from social interactions 2.18 1.19
with colleagues and supervisors

| have actively sought alternative 2.44 1.49

employment opportunities

The data on quiet quitting provided significant insights into employee attitudes and behaviours,
revealing a concerning trend of disengagement. The mean score for thoughts of leaving a job
was 2.43, indicating moderate contemplation among employees. A score of 2.36 for feelings of
disengagement suggested widespread apathy toward job responsibilities. Employees reported
a mean score of 2.35 for reduced effort and commitment, reflecting declining engagement.
Communication challenges were evident, with a score of 2.40 for difficulty voicing concerns.
Additionally, a score of 2.33 highlighted a disconnect between current roles and long-term
career goals. Employees felt physically present but mentally disengaged, as indicated by a
mean score of 2.28. Reduced social interactions were evident, with a score of 2.18, while a
score of 2.44 indicated moderate interest in seeking alternative employment. Collectively, these
findings underscored significant dissatisfaction and disengagement, raising concerns for

employee retention and overall morale.
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4.4 Inferential statistics

4.4.1 The relationship between leadership styles and employees’ quiet quitting

Table 6. Correlation matrix: Relationships between leadership styles and employee
quiet quitting

ALS DLS LLS Quiet
quitting
Pearson correlation 1 -.524 =701 801
ALS Sig. (2-tailed) .000 000 000
N 108 108 108 108
DLS Pearson correlation -.524 1 553 -.788
Sig. (2-tailed) .000 A02 000
N 108 108 108 108
LLS Pearson correlation -.0701 553 1 221
Sig. (2-tailed) 000 402 018
N 108 108 108 108
Quiet Pearson correlation 801 -.788 221 1
quitting Sig. (2-tailed) .000 .000 018
N 108 108 108 108

The Pearson correlation analysis revealed key insights into the relationship between leadership
styles and quiet quitting among employees. The autocratic leadership style (ALS) showed a
strong positive correlation with quiet quitting (r = 0.801, p < 0.001), indicating that increased
autocratic leadership was associated with higher instances of disengagement. On the other
hand, the democratic leadership style (DLS) exhibited a strong negative correlation with quiet
quitting (r = -0.788, p < 0.001), suggesting that a participative approach fostered greater
employee engagement and reduced the likelihood of quiet quitting. The laissez-faire leadership
style (LLS) demonstrated a weak positive correlation with quiet quitting (r = 0.221, p=0.018),
indicating that a lack of guidance could also lead to disengagement, even though to a lesser
extent. Overall, the analysis underscored the critical role of leadership styles in shaping
employee behaviour, urging organisations to be mindful of the negative impacts of autocratic
leadership and consider more democratic or supportive approaches to enhance employee

satisfaction and reduce quiet quitting behaviours.
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4.5 Regression analysis

This section presents the regression analysis results. A multiple regression model was used to
determine the relationships between the dependent variable, quiet quitting, and the independent

variables: autocratic, democratic, and laissez-faire leadership styles.

The effect of autocratic, democratic and laissez-faire leadership styles on employees’ intention

to quiet quit was estimated using the following regression analysis:
Y = Bo+ f1X1 + B2Xo + B3X3 + €

Where:

Y = Quiet quitting

Xi1= Autocratic leadership

X>= Democratic leadership

X1= Laissez-faire leadership

Bo= Constant

B1, B2 and B3 are correlation coefficients

€ = error term

Table 7. Regression model summary

Model Summary of Regression Analysis

Maodel R R square (RY) Adjusted R Std Error of the
square gstimate
1 0.856¢ 0.733 0.727 0.332

a. Predictors: (Constant), Leadership styles

The regression analysis results indicated a strong relationship between leadership styles and
quiet quitting, with an R-value of 0.856. This suggested a high correlation between the
predictors and the dependent variable. The R-squared value of 0.733 meant that approximately

73.3% of the variance in employee outcomes could be explained by the leadership styles
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employed. The adjusted R-squared value of 0.727 accounted for the number of predictors in

the model, reinforcing the model’s validity.

Table 8. Coefficients of regression analysis: Leadership styles impact on quiet quitting

Coefficients of the regression analysis

Model Unstandardized Standardised
Coefficients Coefficients
B Std. Error | Beta (B) i Sig.
Constant 1.564 0.164 2.18 .000
Autocratic LS 0.689 0.062 0.694 8.87 .000
Democratic LS -0.324 0.058 -0.336 -4.34 .000
Laissez Faire LS 0.031 0.034 0.029 1.14 114

a. DependentVariable: Quite Quitting

The constant (B = 1.564) represented the baseline level of quiet quitting when all leadership
styles were held constant. It indicated that, without any influence from leadership styles, the

quiet quitting score was 1.564.

The autocratic leadership style (B =0.689, B = 0.694) showed a positive coefficient, suggesting
that an increase in autocratic leadership was associated with a significant rise in quiet quitting.
The t-value of 8.87 and a significance level (Sig.) of 0.000 indicated strong statistical
significance, meaning this relationship was unlikely to be due to chance. This suggests that

autocratic leadership may have contributed to higher rates of disengagement among employees.

The democratic leadership style (B = -0.324, B = -0.346) showed a negative coefficient,
implying that democratic leadership was associated with a decrease in quiet quitting. The t-
value of -4.34 and a significance level of 0.000 further confirmed that this relationship was
statistically significant. This indicated that fostering a democratic leadership style could help

reduce disengagement and promote greater employee involvement.

The laissez-faire leadership style (B = 0.031, B = 0.034) had a positive but very small

coefficient, suggesting a minimal impact on quiet quitting. The t-value of 1.14 indicated that
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this relationship was not statistically significant (Sig. = 0.114), suggesting that laissez-faire

leadership did not have a meaningful effect on quiet quitting behaviours.

In summary, the results indicate that leadership styles significantly influence quiet quitting,
with autocratic leadership contributing to increased disengagement, while democratic
leadership helps to reduce it. Laissez-faire leadership appears to have little impact on the

phenomenon.

4.6  Reliability and validity

A Cronbach’s alpha of 0.963 for 27 items indicated an excellent level of internal consistency,
supporting the reliability of the scale. This high value suggested that the items worked well
together to measure a specific construct, providing confidence in the resulting data and

findings.

Table 9. Reliability analysis results: Cronbach’s alpha

Cronbach’s alpha N of Items

963 27

4.7  Hypothesis testing

Hi: Autocratic leadership style predicts quiet quitting within the organisation

The findings from the regression analysis for the autocratic leadership style indicated a positive
coefficient (B = 0.689) and a standardised coefficient (f = 0.694), with a t-value of 8.87 and a
significance level (Sig. of 0.000. This demonstrated a strong positive relationship between
autocratic leadership and quiet quitting. Practically, the results suggested that as autocratic
leadership increased, instances of quiet quitting among employees also rose significantly. The
high coefficient underscored that this leadership style was a substantial predictor of
disengagement, indicating that employees likely felt disenfranchised and unrecognised in such
environments. The statistical significance (p < 0.001) confirmed that this relationship was
unlikely due to chance. Consequently, organisations employing an autocratic leadership
approach likely experienced higher levels of employee disengagement and reduced
commitment, highlighting the need for more supportive leadership practices to foster

engagement.
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H2: Democratic leadership style predicts quiet quitting within the organisation

The findings from the regression analysis for the democratic leadership style revealed a
negative coefficient (B = -0.324) and a standardised coefficient (f = -0.346), with a t-value of
-4.34 and a significance level (Sig.) of 0.000. This indicated a strong negative relationship
between democratic leadership and quiet quitting. Practically, the results suggested that as
democratic leadership practices increased, instances of quiet quitting among employees
decreased significantly. The negative coefficient highlighted that a collaborative and inclusive
leadership approach fostered greater employee engagement and reduced feelings of
disenfranchisement. The statistical significance (p < 0.001) confirmed the robustness of this
relationship, indicating it was unlikely due to chance. Consequently, organisations that
promoted democratic leadership effectively enhanced employee satisfaction and commitment,

thereby mitigating quiet quitting behaviours.
Hs: Low levels of laissez-faire leadership predict quiet quitting within the organisation

The findings from the regression analysis for the laissez-faire leadership style revealed a
positive coefficient (B = 0.031) and a standardised coefficient (f = 0.034), with a t-value of
1.14 and a significance level (Sig.) of 0.114. This indicated that the relationship between
laissez-faire leadership and quiet quitting was not statistically significant. Practically, this
meant that laissez-faire leadership had a minimal impact on quiet quitting behaviours among
employees. The small positive coefficient suggested a slight tendency for quiet quitting to
increase in laissez-faire environments; however, the effect was negligible and not statistically
confirmed. Consequently, it was concluded that laissez-faire leadership did not meaningfully

influence employee engagement or disengagement within organisations.
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CHAPTER 5: DISCUSSION OF RESULTS

The study on the relationship between leadership styles and quiet quitting within a tier-1
automotive supplier revealed the unique significance of these leadership approaches in the
automotive context. In an industry marked by high demands and tight deadlines, the impact of
leadership styles on employee engagement and behaviour was particularly pronounced.
Autocratic leadership, while yielding short-term efficiency, often led to disengagement among
employees who felt undervalued. In contrast, democratic leadership fostered collaboration and
innovation, essential for adaptability in this sector. Laissez-faire leadership promoted
autonomy but risked leaving less experienced employees without the necessary guidance,
leading to frustration. Understanding these dynamics was crucial for enhancing employee

commitment and reducing quiet quitting, ultimately contributing to organisational success.

5.1 Demographic overview
5.1.1 Gender imbalance

The demographic analysis revealed a significant gender imbalance within the sample, with
males comprising 64% of respondents compared to 36% of females. This inconsistency was
evident in the autocratic leadership style, where 34 out of 48 respondents were male, and in the
laissez-faire style, which featured 20 males against 10 females. In contrast, the democratic
leadership style showed a more balanced distribution, with 15 males and 15 females. This
gender imbalance reflects broader industry trends, especially in sectors like automotive and
manufacturing, known for higher male representation (Zavala-Parrales et al., 2025).
Addressing this imbalance is crucial for organisations seeking to create a more inclusive
workplace, as effective strategies to attract and retain female employees can enhance diversity

and introduce varied perspectives into leadership and decision-making processes (Leuhery et

al., 2024).

5.1.2 Age distribution

The age distribution within the workforce indicated a concerning trend, with a significant
portion of respondents aged 50 and above, suggesting an impending wave of retirements that
could challenge knowledge transfer and succession planning. This situation raises issues
regarding both explicit knowledge, such as documented procedures, and implicit knowledge,
including insights gained through experience. The under-representation of younger employees,
with only 23 respondents aged 18-30, reflects potential difficulties in knowledge acquisition,

as these less-experienced workers lack access to the mentorship and guidance necessary for
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effective learning (Soegiarto et al.,, 2024). Such gaps likely led to frustration and
disengagement, contributing to quiet quitting, where employees fulfilled only the minimum
requirements of their roles. Consequently, the organisation needs to address knowledge transfer
and foster engagement among younger employees to mitigate quiet quitting and ensure a

smooth transition as experienced workers retire (Toska et al., 2025).

5.1.3 Educational background

Respondents’ educational attainment raised additional concerns as the majority had only
completed high school, with few holding diplomas or Bachelor’s degrees. This distribution
suggests a potential skills gap in positions requiring advanced critical thinking and expertise,
often cultivated through higher education. Such disparities likely impact employee engagement
and satisfaction, particularly under different leadership styles. An autocratic approach may
exacerbate disengagement among less educated employees, who feel undervalued and
unsupported (Asim et al., 2021). In contrast, democratic leadership could foster inclusivity and
skill enhancement, while laissez-faire leadership may fail to provide the necessary guidance
(Magbool et al., 2024). Consequently, the organisation may need to invest in training and
development programmes to bridge these educational gaps and enhance workforce capabilities

(Arulsamy et al., 2023).

5.14 Work experience

The findings indicate a stable workforce with many employees having over 10 years of
experience, but a concern is the lack of entry-level employees and limited fresh perspectives.
Autocratic leadership, effective in this stable environment, faces challenges as younger
employees seek involvement and autonomy (Wang, et al., 2022c¢). This shift calls for inclusive
practices to enhance democratic leadership, fostering collaboration and participation. Engaging
younger employees, who value teamwork and communication, could improve morale and
innovation, reducing quiet quitting (Imran et al., 2025). However, while laissez-faire leadership
suits experienced employees, it risks leaving new hires feeling lost and without adequate
guidance, highlighting the need for a balance between autonomy and support for effective

onboarding and retention (Clément et al., 2023).
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5.2 Leadership styles analysed

The study identified three primary leadership styles: autocratic, democratic, and laissez-faire.
Each style has distinct implications for employee engagement, satisfaction, and the likelihood

of quiet quitting.

5.2.1 Autocratic leadership style

Autocratic leadership is favoured in the automotive sector for its ability to facilitate quick
decision-making and maintain focus under tight deadlines. While it improves short-term
efficiency, it often leaves employees feeling undervalued and disengaged, particularly those
desiring input and collaboration. Employee feedback indicated a recognition of the need for
compliance, but the overall impact on morale and retention was negative (Radu, 2023).
Regression analysis showed a strong correlation between autocratic leadership and quiet
quitting, suggesting that such environments lead to employee withdrawal and minimal
engagement, potentially harming long-term organisational productivity and morale (Ergen et

al., 2025).

5.2.2 Democratic leadership style

Democratic leadership significantly enhances employee engagement, as employees express a
strong appreciation for collaborative processes. High mean scores for open communication and
collaboration indicate a clear preference for supervisors who cultivate a communicative and
cooperative work environment, along with providing clear directions and expectations.
Regression analysis results revealed a robust negative correlation between democratic
leadership and quiet quitting, suggesting that an increase in democratic practices is associated
with a decrease in disengagement behaviours. According to Vorecol (2024), this observation is
supported by influential authors such as Daniel Goleman, who highlight the importance of
emotional intelligence in fostering engagement through collaboration, and Kurt Lewin, who
notes that democratic leadership enhances participation and morale (Coronado-Maldonado &
Benitez-Marquez, 2023). Additionally, according to Jerab and Mabrouk (2023), Edgar Schein
emphasises that inclusive cultures contribute to higher levels of commitment and lower
instances of disengagement. Therefore, it is imperative for organisations to prioritise
democratic leadership practices to encourage employee engagement, satisfaction, and to

mitigate the risk of quiet quitting.
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5.2.3 Laissez-faire leadership style

The laissez-faire leadership style shows promise in promoting autonomy and creativity among
employees, however, it does not significantly alleviate quiet quitting behaviour. Employees
expressed appreciation for the freedom that this approach provided, yet they emphasised the
need for adequate support and guidance to stay engaged. This sentiment was reflected in
moderate agreement scores related to empowerment and professional development support.
Additionally, Pearson correlation analysis indicated a weak positive correlation between
laissez-faire leadership and quiet quitting, suggesting that a lack of guidance may contribute to
employee disengagement, though to a lesser extent than autocratic leadership (Pevec, 2023).
These findings highlight the importance of finding a balance between granting autonomy and
providing necessary support, as employees require both independence to foster creativity and

guidance to prevent feelings of neglect and uncertainty (Ribas et al., 2025).

5.3 Quiet quitting: A growing concern

The study’s findings on quiet quitting revealed a concerning yet moderate level of
disengagement among employees. Mean scores indicated that some employees contemplated
departure without formal notification, while the score for “mentally checking out” underscored
a trend of reduced presence and engagement at work. This perspective aligns with several key
authors, including Gallup, which documented the negative impact of employee disengagement
on productivity and turnover (Tatel & Wright, 2024). Daniel Pink emphasised the importance
of autonomy and purpose in maintaining engagement, suggesting that a lack of these elements
could lead to withdrawal (Grzegorzek, 2024). Brene Brown discussed the significance of
vulnerability and connection, noting that employees who did not feel valued were more likely
to disengage (Cozzi, 2024). Additionally, William Kahn’s concept of personal engagement
highlighted that disengagement often stemmed from a lack of meaningful connection and
support (Albrecht et al., 2023). Together, these authors reinforced the necessity for
organisations to foster an engaged and connected workforce to combat the trends associated

with quiet quitting.

5.3.1 Implications of quiet quitting

The implications of quiet quitting are significant, indicating a disengaged workforce that lacks
emotional investment despite being physically present. This disengagement leads to decreased
productivity, lower morale, and potential turnover, prompting organisations to recognise key

indicators such as increased absenteeism, withdrawal from collaboration, diminished meeting
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engagement, and negative peer feedback. To address these issues, a “Check-In and Connect”
strategy is recommended, involving regular one-on-one meetings between managers and team
members to foster open communication and rapport (CoffeePals Team, 2025). This approach
includes bi-weekly or monthly feedback sessions, safe spaces for dialogue, recognition
programmes, professional development opportunities, and team-building activities, aimed at

creating a supportive environment that enhances employee engagement (Leibovitch, 2025).

Additionally, the consequences of quiet quitting extend to safety hazards, particularly in sectors
like automotive manufacturing. Disengaged employees demonstrate decreased attention to
detail, overlook critical safety protocols, and communicate less effectively, increasing the risk

of accidents (Kim & Sohn, 2024).

5.3.2 Correlation with leadership styles

The correlation analysis revealed that autocratic leadership was positively associated with quiet
quitting, indicating that such leadership styles may lead to employee disengagement and
decreased morale. In contrast, democratic leadership showed a negative correlation, suggesting
that fostering a participative culture enhances employee input and engagement (Hassnain,
2022). Organisations are urged to evaluate their leadership strategies to better align with
employee needs and create an environment conducive to commitment and productivity, thereby
reducing disengagement and turnover risks (Mazzetti & Schaufeli, 2022). To facilitate this
transition, it is essential to adopt a collaborative approach involving top management, HR, and
employees to address potential leader defensiveness and implement inclusive leadership

practices effectively.
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CHAPTER 6: CONCLUSION AND RECOMMENDATIONS

6.1 Summary of literature

The relationship between leadership styles and employee quiet quitting was complex.
Autocratic leadership was generally associated with higher instances of disengagement, while
democratic leadership promoted engagement and satisfaction. Authors such as Kurt Lewin
identified autocratic leadership as leading to lower morale and creativity, reinforcing this
correlation. In contrast, according to Vorecol (2024), Daniel Goleman emphasised the positive
impact of democratic leadership on employee well-being, linking it to increased engagement.
Laissez-faire leadership could yield varying results based on employee motivation and support
systems, as reported by Edgar Schein in the Psych Safety (2023) article, which highlighted the
importance of organisational culture in influencing behaviours. Understanding these dynamics
was crucial for organisations aiming to mitigate quiet quitting and enhance overall employee

engagement.

Leaders who exhibited a lack of communication, support, and recognition can significantly
contribute to quiet quitting. Specific behaviours include failing to provide regular feedback,
neglecting employee contributions, and not fostering an inclusive environment. Additionally,
micromanagement and insufficient delegation can lead to feelings of disempowerment among
employees, prompting them to disengage from their roles while still maintaining minimal job

performance

Employees who perceived their leaders as supportive and recognising their efforts are less
likely to engage in quiet quitting. Positive perceptions of leadership support can enhance
employee morale and motivation, leading to higher engagement levels. On the other hand,
when employees feel undervalued or unrecognised, they may withdraw their efforts mentally
and emotionally, leading to quiet quitting. Empowerment through autonomy and involvement
in decision-making also plays a critical role; employees who feel empowered are more likely

to stay engaged and committed.

Research has indicated that younger generations, particularly Millennials and Gen Z, were
more prone to quiet quitting compared to older generations. This tendency could be attributed
to their differing work values, such as a greater emphasis on work-life balance and a desire for

meaningful work. If these needs were not met, younger employees chose to mentally disengage
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while still fulfilling their job requirements, rather than actively seeking new opportunities or

voicing their dissatisfaction

6.2 Recommendations

Based on the findings from this research, the following recommendations are proposed to

enhance employee engagement and mitigate the risks associated with quiet quitting:

6.2.1 Enhance recognition and feedback mechanisms

Implementing structured recognition programs can significantly improve employee morale and
engagement. Organisations should develop mechanisms for acknowledging employee
contributions, whether through formal awards, verbal recognition in team meetings, or written
commendations. Regular feedback sessions can provide opportunities for employees to express

their concerns and aspirations, fostering a culture of open dialogue.

6.2.2 Invest in employee development and training

To address the educational gaps identified in the study, organisations should invest in employee
development programs that enhance skills and competencies. This includes offering training
sessions, workshops, and mentorship opportunities to prepare employees for more advanced
roles. Encouraging continuous learning will not only enhance individual capabilities but also

prepare the organisation for future challenges.

6.2.3 Utilise technology for engagement

Leveraging technology can enhance communication and engagement within the organisation.
Implementing platforms for employee feedback, recognition, and collaboration can create a
more connected environment. Digital tools can facilitate open communication channels,

allowing employees to voice their opinions and feel more involved in organisational decisions.

6.2.4 Evaluate leadership effectiveness

Organisations should regularly evaluate the effectiveness of their leadership styles and
practices. This can be achieved through 360-degree feedback mechanisms, where employees
can provide input on their leaders’ performance. Understanding how leadership styles impact
employee engagement will enable organisations to make necessary adjustments and

improvements.
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6.3 Suggestions for future research

The findings from the current study on leadership styles and quiet quitting provide a foundation
for further exploration in this critical area of organisational behaviour. Future research can

expand on these insights by addressing several key themes and questions:

6.3.1 Diverse industry contexts

Future research should explore the relationship between leadership styles and quiet quitting
across different industries and organisational contexts. Investigating sectors with varying
dynamics such as healthcare, technology, and education can reveal whether specific leadership

styles have universally negative or positive impacts, or if they vary significantly by industry.

6.3.2 Cultural influences

The impact of cultural factors on leadership styles and employee engagement warrants further
investigation. Research that examines how cultural dimensions (e.g., individualism vs.
collectivism, power distance) influence the effectiveness of different leadership styles could

provide valuable insights into tailoring leadership practices to diverse workforces.

6.3.3 Impact of hybrid work environments

As remote and hybrid work arrangements become increasingly prevalent, future research
should examine how these settings affect leadership dynamics and employee engagement.
Understanding how leadership styles operate in virtual environments and their correlation with

quiet quitting can help organisations adapt their practices to meet the needs of remote workers.

6.3.4 Employee well-being and mental health

Future studies should investigate the connections between leadership styles, employee well-
being, and mental health. Understanding how leadership approaches affect employees’ mental
health can provide insights into preventing burnout and promoting a healthy work-life balance,

ultimately influencing engagement levels.

6.3.5 Exploration of alternative leadership styles

In addition to the three primary styles examined, future research could explore the impact of
other leadership styles, such as transformational, transactional, and servant leadership, on
employee engagement and quiet quitting. Understanding the nuances of these styles can

broaden the scope of leadership studies and their practical implications.
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6.4 Limitations of the study

The main limitation of the study is the sampling technique, which restricted data collection to
a narrower population within the sector. This limitation is significant because it prevents a
broader understanding of quiet quitting across different contexts. Furthermore, the research
grouped employees who have quietly quit with those who have not, missing the opportunity to
distinguish between varying levels of engagement. Research by Zenger and Folkman (2022)
highlights the importance of this differentiation, as they categorise employees into those who
are neutral towards quiet quitting and those who actively go the extra mile in their duties.
Recognising these distinctions could provide deeper insights into employee behaviour and

engagement.

6.5 Conclusion

Leaders contribute to quiet quitting through several detrimental behaviours. A lack of
recognition for employees’ contributions, such as innovative ideas in design or efficiency
improvements in manufacturing, leads to disengagement. Poor communication regarding
production expectations and deadlines creates confusion among team members.
Micromanagement stifles workers’ autonomy and initiative. Additionally, policies that do not
accommodate employee needs, along with limited opportunities for skills development and

career advancement, further disengage staff.

Employees’ perceptions of their leaders’ support, recognition, and empowerment significantly
influence their likelihood of quiet quitting. When employees feel supported, they become more
engaged, as this fosters a sense of belonging and value within the organisation. Recognition of
their contributions boosts morale and motivation, while a lack of acknowledgement leads to
feelings of undervaluation and disengagement. Empowerment is also crucial; when leaders

grant autonomy and involve employees in decision-making, it enhances their commitment.

The research showed that the younger generations, particularly Millennials and Generation Z,
are becoming increasingly prone to quiet quitting. This tendency was largely driven by their
emphasis on work-life balance; they disengaged if job demands, such as long hours or high
pressure, interfered with their personal lives. Additionally, a lack of recognition for their
contributions, such as innovative ideas in design or efficiency improvements on the production
line, led to feelings of undervaluation. These employees also sought meaningful work; if they

perceived their roles as lacking purpose, they were more likely to withdraw their efforts.
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Furthermore, the flexibility in the job market empowered them to be less invested in positions

that did not align with their values and expectations.
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APPENDIX D: CRONBACH’ S ALPHA INTERNAL CONSISTENCY TABLE

Cronbach’s Alpha Internal Consistency

A>0.9 | Excellent

0.89 >0 >0.8 | Good

0.79 > o> 0.7 | Acceptable

0.69 > 0.> 0.6 | Questionable

0.59 > a>0.5 | Poor

0.5 > o | Unacceptable
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APPENDIX E: SURVEY QUESTIONNAIRE

Gender

Male

Female

Age

18 -30 years old

31 - 40 years old

41 - 50 years old

50 years old and
above

Educational Background

High School
(Matric)

Diploma

Bachelor’s degree

Honor’s degree

Master’s degree

Doctoral degree

Years of work experience

Less than 1 year

1-3 years

4-6 years

7-10 years

More than 10
years
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Leadership Questions

My immediate supervisor encourages open communication and
collaboration

My immediate supervisor provides clear directions and expectations

My immediate supervisor supports employees’ professional
development

My immediate supervisor recognises and rewards employees’
achievements

My immediate supervisor shows empathy and understanding towards
employees

My immediate supervisor delegates authority and empowers
employees

My immediate supervisor demonstrates fairness in decision-making
processes

My immediate supervisor encourages and supports my professional
development

My immediate supervisor effectively resolves conflicts within the
team

54

1

Strongly
Disagree

2

Disagree

3

Not Sure

Agree

5

Strongly
Agree



10

11

12

13

14

15

16

17

18

My immediate supervisor demonstrates trust and respect towards team
members

My immediate supervisor provides autonomy and independence in my
job role

The leadership style of my immediate supervisor influences my
intention to stay with the organisation

My immediate supervisor is accessible and approachable for
discussions and support

My immediate supervisor demonstrates fairness in decision-making
processes

my immediate supervisor encourages open communication and
feedback.

My immediate supervisor provides clear expectations and goals for my
work

My immediate supervisor recognises and appreciates my contributions
to the organisation

My immediate supervisor encourages open communication and
feedback

Quiet Quitting
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1

Strongly
Disagree

2

Disagree

3

Not Sure

Agree

5

Strongly
Agree



[a—

I frequently think about leaving my current job without informing
anyone

I often feel disengaged and uninterested in my work

I have considered reducing my effort and commitment to my current
job

I find it challenging to voice my concerns and frustrations at work
I believe my current job does not align with my long-term career goals

I have mentally checked out from work, even though I physically
remain present

I have become less motivated and productive at work

I have disengaged from social interactions with colleagues and
supervisors

I have actively sought alternative employment opportunities

56



APPENDIX F: GRAMMARIAN LETTER

WITS Business School
University of the Witwatersrand
JOHANNESBURG

LANGUAGE & TECHNICAL EDITING
Cheryl M. Thomson

22 Krag Street
Napier

7270

Western Cape

07 February 2025

Exploring the relationship between leadership styles and quiet quitting in a tier-1

automotive supplier

This is to confirm that I, Cheryl Thomson, executed the language and technical editing of the
above-titled project of NENGWENANI FULUFHELO, student number 392417, at the
WITS BUSINESS SCHOOL, in preparation for submission of this project for assessment.

Yours faithfully

CHERYL M. THOMSON

Email: cherylthomson2@gmail.com

Cell: 0826859545

57


mailto:cherylthomson2@gmail.com

