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[bookmark: _Toc144118415]Abstract
The research was aimed to explore the impact of transactional and transformational leadership styles on employee performance and satisfaction. The study was conducted on 50 employees working at the White Company London using an exploratory design. 
The research determined that, the transactional leadership style used at the company affected employee performance positively by giving them recognition, rewards, and feedback while the transformational leadership style used at the company affected employee satisfaction positively by providing them motivation, inspiration and workplace environment happiness. 
The research also determined that, due to the combined effects of the two leadership styles, the employee outcome at the company is high performing and satisfied employees. 
The research also determined that, there are various ways to improve employee satisfaction, performance, and engagement which are- improving workplace environment happiness, increased recognition, increased encouragement for taking initiatives, increased focus on employee development, and enhancing work life balance.
The research also provided some recommendations to the leaders of the company to implement hybrid working, provide better work environment happiness, and focus more on employee development to further improve employee engagement, satisfaction, and performance. 
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[bookmark: _Toc144118416]Chapter 1: Introduction
According to Senyucel (2009), in today's cutthroat business environment, success or failure often hinges on a company's leadership practices. He also mentioned that the management of an organization's human resources can be profoundly impacted by the leadership style that is in place. Leaders have a critical role in fostering a productive workplace, motivating staff, and driving organizations forward (Rost, 2013). If a company wants to increase its human capital and competitive edge, its leaders must comprehend how their management styles affect HR policies and procedures. This dissertation is to investigate the relationships between management strategy and human resources policies and processes at "The White Company London." The White Company London, a well-known and prosperous store in London, is an ideal case in which to investigate the links between leadership and human resource management. This study intends to shed light on the topic of examining the leadership style of the firm and the consequences of that style on employee performance and satisfaction.
[bookmark: _Toc144118417]1.1 Background
Human resource management can refer to a wide variety of tasks, including but not limited to: hiring new workers, training them, evaluating their performance, deciding on pay, and fostering a positive work environment (Armstrong, 2006). Mathis et al. (2016) discovered that these activities significantly influenced worker productivity and satisfaction. The quality of the current leadership plays a significant role in determining the likelihood that these HRM practices will be successfully adopted and that they will align with the organization's broader strategic goals.
The way a leader communicates with and guides their group is what makes up their leadership style, as stated by Oubrich et al. (2021). Leadership styles like transactional, transformational, laissez-faire, and authoritarian each have their own distinct impact on HRM policies and procedures. For example, a transformational leader motivates and inspires followers by demanding excellence, encouraging innovation, and fostering a shared sense of mission (Hay, 2006). This has the potential to have a beneficial impact on recruiting, employee development, and the entire culture of the firm. On the other side, an authoritarian leader who practices stringent control and has the authority to make decisions may stifle employee autonomy and involvement, which may lead to unfavorable consequences for human resource management (Cahyadi et al., 2022).
[bookmark: _Toc144118418]1.2 Problem Statement
Despite ample studies on transactional and transformational leadership styles' impact on employee performance and satisfaction, there is a lack of research focused on "The White Company London." Most existing research has been conducted in generic organizational settings, overlooking the specific context and dynamics of this luxury brand. Understanding how transactional and transformational leadership practices affect employee outcomes and satisfaction at The White Company London can offer unique insights and tailored strategies for leadership development and employee engagement. Addressing this research gap will contribute to the organization's success and pave the way for more targeted approaches in improving leadership practices and enhancing overall employee performance and satisfaction.
[bookmark: _Toc144118419]1.3 Rationale
Academics and HRM practitioners must understand how leadership style affects HRM practices. The unique environment of "The White Company London" and the relationship between leadership style and HRM practices in retail make this research a valuable addition to academic literature. This dissertation will help us understand how leadership types effect HRM methods and provide a foundation for future research. Expanding on previous studies will do this.
The findings of this study will offer useful insights for executives and HR professionals working for organizations like "The White Company London" and others like it. This is because of the practical nature of the findings. Organizations are able to make educated decisions regarding leadership development, employee training programs, and HRM strategies when they have a solid grasp of the impact that various leadership styles have on HRM practices. This allows for the highest possible levels of employee satisfaction, engagement, and organizational performance. In the end, the findings of the research will contribute to the improvement of HRM practices within "The White Company London" and possibly other businesses operating in the retail industry.
This dissertation intends to present a complete examination of the important relationship between leadership style and HRM practices inside "The White Company London." To do so, it will investigate the impact that leadership style has on these practices. In the next chapters, we will go even further into the theoretical frameworks, assess the empirical findings, review the current literature, and provide the study methods. This research attempts to accomplish its goal of generating useful insights and actionable recommendations in order to improve HRM practices and contribute to the overall success of enterprises that are active in the retail industry.
[bookmark: _Toc134470660][bookmark: _Toc144118420]1.4 Aim of the study
The White Company London was selected as the target organization for this dissertation proposal because of its emphasis on human resource management. The leadership styles' positive and negative effects on HR policy and procedure adoption and employee satisfaction are the primary foci of this investigation.
[bookmark: _Toc134470661][bookmark: _Toc144118421]1.5 Objective of the study
· [bookmark: _Toc134470662]To examine the impact of transactional leadership style on employee performance at The White Company London.
· To investigate the influence of transformational leadership style on employee satisfaction within The White Company London.
· To assess the relationship between transactional and transformational leadership styles and their combined effect on employee outcomes.
· To identify strategies and recommendations for enhancing leadership practices and improving employee engagement at The White Company London.
[bookmark: _Toc144118422]1.6 Research question of the study
· How does the transactional leadership style influence the performance of employees at The White Company London?
· What is the impact of transformational leadership style on employee satisfaction within The White Company London?
· How do transactional and transformational leadership styles interact and jointly affect employee outcomes in the organization?
· What are the potential strategies and recommendations for improving leadership practices and fostering employee engagement at The White Company London?
[bookmark: _Toc144118423]1.7 Hypotheses
Hypothesis 1: Employees with transformational leadership at The White Company London perform better than those with transactional leadership.
Hypothesis 2: Employees with transformational leadership at The White Company London are more satisfied than those with transactional leadership.
Hypothesis 3: Employee performance mediates the relationship between leadership style and employee satisfaction at The White Company London.
[bookmark: _Toc144118424]1.8 Methodology 
The research has been performed by using primary data collected from 50 employees working at the White Company London. The data has been collected using survey questionnaire method and analysed using descriptive percentage analysis technique and implementing statistical measures including Cronbach’s Alpha and P value. The research has made use of positivism philosophy, deductive approach of research, and quantitative strategy to perform the study. 
[bookmark: _Toc144118425]1.9 Scope
The research has been performed in the national boundaries of the United Kingdom and the scope of the study is within the geographical boundaries of London. 


[bookmark: _Toc144118426]1.10 Structure
The research has followed the following structure- 

[bookmark: _Toc144118427]1.11 Summary 
The first chapter created the context of the study and elaborated on its purpose, objectives, hypotheses, as well as the research questions. It also described the research's background, scope, and problem statement.
Chapter 2: Literature Review
Leadership and Styles of Leadership
Leadership has a crucial role in molding organizations and influencing the actions of its constituents. Numerous definitions and theories of leadership have emerged as a consequence of decades of academic inquiry into the topic. The purpose of this examination of the relevant literature is to offer a broad overview of leadership as a concept, definition, and method.
Leadership: Concept and a Definition
Academics and academics have defined leadership in a variety of ways since it is a complex and multifaceted concept. Leadership act as persuading others to work toward a shared goal (Northouse, 2009). This concept highlights the necessity of shared goals and leadership via influence.
Leadership is the ability to inspire others to follow your lead and accomplish their goals via your own actions and words. Leadership is a collaborative process that benefits from the perspectives of both the leader and those they oversee (Yukl, 2013). Leadership, furthermore, may emerge at any level of an organization, not only at the very top.
Different Leadership Styles
Transactional Leadership: Transactional leadership prioritizes rewarding and punishing employees depending on their output (Bass and Riggio, 2006). This style of leadership is built on the idea of a bargain or trade between the leader and the led, in which the led receives advantages in exchange for carrying out their responsibilities well.
Transformational Leadership: Transformational leadership is the practice of leaders that inspire and motivate their followers by giving them a sense of purpose, a shared vision, and room to develop personally and professionally (Bass and Riggio, 2006). These leaders inspire confidence in their followers because they exude charm, curiosity, and commitment.
Servant Leadership: A management philosophy known as "servant leadership" prioritizes the satisfaction of direct reports and team members. These leaders put in the time and effort to motivate and instruct their followers because they really value them. They inspire individuals to collaborate and behave morally.
Autocratic Leadership: According to Lewin, Lippitt, and White (1939), an autocratic leader is one who exercises absolute authority over all decisions. When time is of the essence and swift choices must be taken, this style of leadership may be helpful. However, it typically comes at the sacrifice of employee liberty and creativity.
Shared decision making and subordinate engagement in the decision making process are hallmarks of what is known as "Democratic Leadership" (Lewin et al., 1939). Employees' feelings of worth and commitment to their jobs improve when they are offered meaningful ways to have an impact on the company's success.
Leadership is a fluid and diverse concept that determines the fate of every given company. This literature review provides a concise overview of the concepts and varieties of leadership. Leadership methods that are in line with the organization's objectives and that increase employee performance, enjoyment, and development are crucial to the organization's success. Understanding the impact leaders have on their followers requires more study of leadership theory and practice.
Employee Performance and Satisfaction
A company's performance and the satisfaction of its employees are tied directly to the quality of its employees' work. By reviewing the literature on the topic, this article presents the concepts of performance and enjoyment in the workplace, explains why they're important, and breaks down some of the key components of each.
Employee Performance: Employee performance refers to how well employees do their given responsibilities, meet their objectives, and contribute to the company's overall success. Task completion, work quality, productivity, and conformity with organizational rules are all examples of performance indicators (Pulakos et al., 2000).
There are several factors that might affect an employee's output. People that are highly motivated tend to work the hardest and achieve the most success (Locke & Latham, 2002). An individual's aptitude, education, and experience are only a few of the factors that have a significant impact on performance (Schmidt & Hunter, 1998).
The caliber of leadership, the nature of the business, and the accessibility of resources all have a substantial impact on employee output. Productivity rises when leaders provide their employees with direction, encouragement, and motivation (Avolio et al., 2009). Creating an environment where employees are encouraged to take risks and work together may boost morale and productivity (Dennison, 1990).
Employee Satisfaction
The term "Employee Satisfaction" refers to a condition of emotional well-being in which an employee has positive feelings about his or her employment and the organization. It's a measure of how satisfied employees are with their jobs as a result of their employers' efforts to accommodate their wishes and requirements. One way to gauge this is to conduct surveys or focus groups with employees to find out what they think. 
There are several variables that affect employee happiness. There is a strong correlation between work features including autonomy, task variety, and career advancement prospects and job happiness (Hackman & Oldham, 1976). Employees that have good connections with their managers and coworkers tend to be happier in their jobs (Judge et al., 2001).
Leadership style is another critical component in determining employee happiness. Positive work environments and increased employee satisfaction are fostered through transformational leadership, which is defined by inspiring and helpful behavior (Bass & Riggio, 2006). When workers know they will be treated properly and that their welfare will be emphasized, they are more likely to feel invested in their work (Rhoades & Eisenberger, 2002).
Worker output and contentment are interdependent in both directions. When workers are happy in their jobs, they tend to do a better job overall (Wright & Cropanzano, 2000). High achievers report more happiness on the work as a result of their accomplishments and appreciation (Judge et al., 2001).
The success of a company is dependent on the effectiveness and happiness of its employees. The notions of employee efficacy and satisfaction have been analyzed, and the elements that influence them have been highlighted in this literature study. It is in the best interest of both the company and its employees to foster a positive and inspiring workplace in order to boost productivity and morale.
Transformational Leadership, Employee Performance, and Satisfaction
Organizational behavior and management scholars have paid close attention to transformational leadership because of its beneficial effects on productivity and morale in the workplace. The goal of this evaluation of relevant research is to learn more about how transformational leadership affects productivity and morale in the workplace. It analyzes the characteristics of transformational leaders and how they motivate and inspire their teams to achieve extraordinary results.
Transformational Leadership and Employee Performance
Leaders that are transformational inspire and encourage their followers to accomplish at higher levels. They promote intellectual inquiry, foster creativity, and offer individualized support and consideration (Bass & Riggio, 2006). This type of leadership fosters a sense of empowerment and engagement among employees, which has a positive effect on their performance.
Multiple studies have shown a correlation between transformational leadership and employee performance.  Transformational leadership positively impacts individual and team performance (Bass and Riggio, 2006). These findings were further supported by Podsakoff et al. (2009), who emphasized that transformational leaders inspire higher levels of performance by establishing challenging objectives, providing feedback, and encouraging continuous learning.
Employee Satisfaction and Transformational Leadership
Transformational leaders foster a gratifying work environment for their employees. They establish a clear vision, communicate effectively, and demonstrate genuine concern for their subordinates' well-being and growth (Bass & Riggio, 2006). Transformational leaders increase job contentment by empowering employees and instilling a sense of ownership.
According to research conducted by Judge and Piccolo (2004), transformational leadership and employee job satisfaction are strongly correlated. They discovered that transformational leaders influence employee satisfaction positively by providing support, recognition, and growth opportunities. Due to the intrinsic rewards associated with meaningful work and personal development, transformational leaders' employees experience higher levels of satisfaction.
The Moderating Function of Employee Satisfaction:
Employee satisfaction is the link between transformational leadership and performance. Employees that are content in their workplace are more likely to put in extra time and energy above what is expected of them, which boosts performance (Wright & Cropanzano, 2000).
As an added bonus, the link between transformative leadership and employee commitment is mediated by their level of job satisfaction. Employees who have seen transformative leadership are more likely to have a deep connection to the company and its mission.
Improvements in employee performance and satisfaction have often been linked to transformative leadership. Inspiring and motivating their followers, transformational leaders foster engagement, professional growth, and increased work satisfaction. Understanding the impact of transformational leadership on employee performance and job satisfaction is crucial for businesses looking to build strategies that contribute to the success of both its employees and the business as a whole. 
Transactional leadership, Employee Performance, and Employee Satisfaction
Leadership in the transactional style focuses on rewarding and disciplining individuals for their performance and adherence to policies and procedures. The relationship between transactional leadership, performance, and employee satisfaction is the focus of this research study. This article explores the role that transactional leaders play in influencing employee performance and satisfaction via the provision of structure, clarity, and incentives.
The Impact of Transactional Leadership on Worker Productivity
Transactional leaders set the bar high for their teams and reward them handsomely when they reach their performance goals. They utilize contingent benefits like recognition, promotions, and bonuses to keep staff motivated (Bass & Riggio, 2006) and give frequent feedback. This transactional strategy may enhance employee performance in specific situations.
Transactional leadership has a good effect on employee task performance (Judge and Piccolo, 2004). Transactional leaders boost employee focus, goal attainment, and job execution by outlining performance objectives and offering feedback. Transactional leadership has been shown to increase workers' commitment to organizational norms and task-related performance (Podsakoff et al., 2009).
It's important to remember, however, that transactional leadership could have its limits when it comes to encouraging employees' inventiveness and originality. Such a leader is concerned mainly with maintaining the status quo and ensuring conformity, which may stifle innovation and independence (Podsakoff et al., 2009). Transactional CEOs may not aggressively push staff to think creatively or challenge the current quo, which would reduce the possibility of novel solutions.
Employee Satisfaction and Transactional Leadership:
Employee satisfaction may be impacted by transactional leadership's focus on open communication of goals, objectivity, and appreciation. By setting expectations for performance and offering constructive criticism, transactional leaders provide an environment where everyone can feel safe and supported (Bass & Riggio, 2006). Job satisfaction is higher among workers who believe they are treated fairly and who get recognition for their efforts.
As a form of motivation, contingent incentives are used by transactional leaders as well, and this may lead to greater employee satisfaction. Employee satisfaction rises when they are paid and acknowledged for their performance (Judge and Piccolo, 2004). Noting that internal motivators and a feeling of purpose are equally vital considerations, it's important to stress that depending simply on external incentives may not maintain long-term satisfaction.
Employee performance and satisfaction may both be improved via transactional leadership. Through the use of clear objectives, feedback, and incentives, transactional leaders may boost employee task performance and encourage a culture of fairness and gratitude in the workplace. However, workers' innovation and drive might be stifled by a transactional leader's approach. A healthy mix of transactional and other leadership styles is necessary for organizations to boost task-focused performance and employee satisfaction.
Leadership Style Employee Performance, and Employee Satisfaction:
Several studies have stressed the importance of the connection between leadership behaviors and HRM processes (Oubrich et al., 2021; Cahyadi et al., 2022; Liu et al., 2023).
Employee performance and work satisfaction in firms are significantly influenced by leadership styles. In this examination of the relevant research, we look at how leadership styles affect employee performance. Examines the impact that various styles of leadership have on employee outcomes and the performance of organizations.
Transformational Leadership
Vision, charisma, intellectual stimulation, personalized concern, and idealized influence are all characteristics of transformational leaders that inspire and motivate their people (Bass & Riggio, 2006). Higher levels of employee performance and satisfaction are only two of the many good outcomes associated with this kind of leadership (Bass & Riggio, 2006; Podsakoff et al., 2009). Transformational leaders inspire and give their followers responsibility while fostering a feeling of commitment.
Transactional Leadership
Transactional leadership emphasizes the exchange of rewards and punishments based on performance and adherence to established rules and procedures (Bass & Riggio, 2006). To motivate employees, transactional executives set clear expectations, provide feedback, and offer contingent rewards. While transactional leadership can positively impact task performance and adherence to standards (Judge and Piccolo, 2004; Podsakoff et al., 2009). It can hinder creativity and intrinsic motivation (Podsakoff et al., 2009).
Servant Leadership
Servant leadership prioritizes the well-being and development of followers, emphasizing the leader's focus on serving others. Empathy, humility, and a desire to empower their subordinates are characteristics of servant leaders. Servant leadership is positively associated with employee performance and satisfaction (Eisenbeiss et al., 2008; Liden et al., 2008). By fostering a supportive and empowering workplace, servant leaders promote employee development and engagement.
Autocratic Leadership
Autocratic leadership is characterized by executives who retain decision-making authority and provide limited input from subordinates (Lewin, Lippitt, & White, 1939). Autocratic leadership can have a negative impact on employee satisfaction and engagement (Bass & Riggio, 2006). While autocratic leadership may be effective in situations requiring fast decisions or during times of crisis, it can have a negative impact on employee satisfaction and engagement. The absence of employee participation and autonomy can impede motivation and job satisfaction.
Democratic Leadership
Democratic leadership is defined by shared decision-making and the involvement of the subordinate. Organizations led in this manner see increased employee involvement, job satisfaction, and teamwork (Judge and Piccolo, 2004). By encouraging employee feedback and establishing a feeling of responsibility, Democratic leaders increase employee enthusiasm and performance.
Employee Performance
Influence on Employee Performance Leadership strategies have a major effect on employee performance. Employee performance is improved when transformational leaders inspire and encourage their teams (Bass & Riggio, 2006; Podsakoff et al., 2009). They come up with a common goal, set lofty performance benchmarks, and provide tailored assistance. And much as Subordinates’ performance and devotion increase when their leaders invest in them and help them grow as leaders themselves (Eisenbeiss et al., 2008) and Liden et al., 2008).
Task performance may be enhanced by transactional leadership practices such as establishing clear expectations, offering constructive feedback, and recognizing achievement. However, its impact on innovation and internal drive may be little (Podsakoff et al., 2009 and Judge and Piccolo, 2004). Autocratic leadership may have a detrimental effect on employee performance by restricting their ability to make decisions and participate in the organization. Performance improves when led by a democratically elected official because of the increased cooperation and engagement it fosters (Judge and Piccolo, 2004).
Employee Satisfaction:
Satisfaction in the Workplace Leadership styles have a major impact on employee satisfaction. According to many studies (Podsakoff et al., 2009; Bass & Riggio, 2006), transformational leadership increases employee engagement and job satisfaction. For example, (Eisenbeiss et al., 2008; Liden et al., 2008) With its focus on employees' happiness, servant leadership has a significant impact on job satisfaction.
Transactional leadership can contribute to employee satisfaction by providing clarity, impartiality, and rewards (Podsakoff et al., 2009; Bass & Riggio, 2006). Due to a lack of employee involvement, autocratic leadership may have a negative effect on employee satisfaction (Bass & Riggio, 2006). In contrast, democratic leadership, with its emphasis on participation, boosts employee satisfaction (Judge & Piccolo, 2004).).
Leadership styles significantly influence employee performance and satisfaction. Transformational and servant leadership styles are positively associated with employee performance and satisfaction. Transactional leadership can enhance task performance but may limit creativity and intrinsic motivation. Autocratic leadership may negatively impact satisfaction, while democratic leadership fosters satisfaction through employee involvement. Organizations should carefully consider leadership approaches to foster employee performance and satisfaction, ultimately leading to organizational success.
[bookmark: _Toc144118439]Research Gap
Based on the available literature it can be seen that, various research has been done by assessing the impact of different leadership styles on employee performance in business organisations. However, there have been very few researches that undertake the comparison of effect created by two different leadership styles and their impact on the employees and their performances. 
[bookmark: _Toc144118440]Summary
The chapter discussed the available literature and data on the topic of different types of leadership styles and their impact on organisations and employee performance. It elaborated on defining different types of leadership styles and employee performance relevant data. 
[bookmark: _Toc144118441]Chapter 3: Methodology
This section presents the methodology for conducting the research, which aims to test the hypotheses related to transactional leadership style, transformational leadership style, employee performance, and employee satisfaction at The White Company London. To gather information from the organization's employee base, a questionnaire survey will be used. The positivist worldview, quantitative methodology, and exploratory research technique will all be used in this study. 
3.1 Research Philosophy: 
The positivist tenets underlying this study's methodology for collecting empirical data are compatible with positivism. By methodically monitoring and studying observable factors, positivism aims to uncover universal truths. It places a premium on using quantitative techniques to make sure results are objective, repeatable, and applicable to a wider audience. The White Company London's investigation into the connection between transactional and transformational leadership styles, performance, and employee satisfaction may take use of the rigor and accuracy afforded by this research methodology.
3.2 Research Design:
This study will use an exploratory research approach to investigate the connection between leadership styles and employee satisfaction. The study will have a cross-sectional design since data will be gathered at a single moment in time. The structure allows for the investigation of connections between variables and the testing of hypotheses. Employee opinions and experiences with leadership styles, performance, and satisfaction will be revealed via the survey.
Employee effectiveness and satisfaction at The White Company in London will be assessed using a standardized questionnaire. Employees' self-evaluations of their overall performance and how they see their own performance in relation to their peers will be questions included in the survey. There will also be questions on the department's present leadership style, how it has affected employees' ability to strike a work-life balance, and how it has contributed to a healthy work environment and high levels of employee satisfaction. Furthermore, the questionnaire will elicit comments from employees on ways in which the leadership style may be improved to boost satisfaction levels. Any changes in leadership style may also be reflected in the survey's questions on employee satisfaction.. On the basis of the leadership style's impact on employee satisfaction, employees will be asked whether they would recommend The White Company London as a decent place to work. The questionnaire will also solicit suggestions for additional leadership practices to further improve employee satisfaction and overall performance.
[bookmark: _Toc144118444]3.3 Research Approach 
For the purpose of performing this research, the deductive research approach has been selected. The approach states to perform research for the purpose proving hypotheses that have been determined. The hypotheses are determined on the basis of existing literature and proved using existing theories. This has been selected as the research also developed some hypotheses using existing data available and used leadership theories to prove the research hypotheses. 
[bookmark: _Toc144118445]3.4 Research Strategy
The research will use the quantitative research strategy which states to collect and analyse numerical data using scientific or mathematical methods. This strategy has been chosen to ensure that the research can be conducted easily and the results of the research are measurable and easily understandable. 
[bookmark: _Toc144118446]3.5 Participants
The participants in this study will be employees at The White Company London. A purposive sampling method will be used to select participants who have direct experience working under different leadership styles. The sample size was determined to be 50 based on the feasibility and accessibility of the target population. It is essential to guarantee an adequate sample size in order to attain statistical power and population representation.
3.6 Data Collection
A self-administered questionnaire survey will be used to collect data. The questionnaire will be designed using the research objectives and hypotheses as a guide. It will have two major sections: (1) Demographic information and (2) leadership style, employee performance, and employee satisfaction questions. To facilitate quantitative data analysis, the questionnaire will contain both closed-ended and Likert scale questions.
3.7 Data Analysis
Statistical software such as SPSS will be used to analyze the collected data. To summarize the demographic characteristics and responses to each item, descriptive statistics, including frequencies, means, and standard deviations, will be calculated. To verify the hypotheses, we will conduct inferential statistical analyses.
3.8 Hypothesis Testing
The following are the research hypotheses:
Hypothesis 1: Employees at The White Company London with transformational leadership perform better than those with transactional leadership.
Hypothesis 2: Employees with Transformational Leadership at The White Company London are satisfied with their jobs compared to those with Transactional Leadership.
Hypothesis 3: At The White Company London, employee performance acts as a buffer between leadership style and employee satisfaction.
Statistical tests that are applicable will be used for hypothesis testing. The specific statistical tests will depend on the nature of the data and the hypotheses. to test the hypotheses related to the relationship between leadership styles and employee performance and satisfaction, correlation analysis (e.g., Pearson's correlation coefficient) and regression analysis is conducted. Mediation analysis (e.g., Baron and Kenny method) can be used to examine the mediating role of employee performance on the relationship between leadership style and employee satisfaction.
[bookmark: _Toc144118450]3.8 Ethical Considerations
Ethical guidelines will be followed throughout the research process. Participants will be provided with information about the purpose and nature of the study and their voluntary participation. Confidentiality and anonymity will be ensured by removing any personally identifiable information from the collected data. Informed consent will be obtained from all participants before their involvement in the study.
[bookmark: _Toc144118451]3.9 Limitations
It is important to acknowledge potential limitations of the research. The cross-sectional design limits the ability to establish causality. The reliance on self-report measures may introduce response biases, such as social desirability or recall bias. The sample may not be fully representative of the entire organization, which can affect the generalizability of the findings.
The methodology described above outlines the research design, data collection procedures, and analysis plan for testing the hypotheses related to transactional leadership style, transformational leadership style, employee performance, and employee satisfaction at The White Company London. By implementing a questionnaire survey, the research aims to gather valuable insights from employees and contribute to a better understanding of the relationships between leadership styles, performance, and satisfaction.
[bookmark: _Toc144118452]3.10 Summary 
The chapter elaborated on the methodology that has been used for performing the research. It described the methods, philosophical stance, approaches, strategies, data collection and analysis methods. 

[bookmark: _Toc144118453]Chapter 4: Analysis and Findings
[bookmark: _Toc144118454]4.1 Analysis
This section consists of analysing the collected data for the research from the research participants. 
[bookmark: _Toc144118455]Demographic information 
[bookmark: _Toc144118475]Table 1: What is your age?
	Responses
	Assigned Value
	Frequency
	Percentage

	18-25
	1
	18
	36%

	26-35
	2
	22
	44%

	36-45
	3
	5
	10%

	46-55
	4
	3
	6%

	56 and above
	5
	2
	4%

	Total
	
	50
	100%



The 50 research participants working at The White Company were asked about some demographic information regarding them. They were asked about their age range to get an idea about the sample and the age of majority employees working at the organization. To this question, majority of the employees, that is 44% of the employees were between the ages of 26 to 35. From the rest, there were 36% aged 18 to 25, 10% aged 36 to 45, 6% between the ages of 46 to 55 and only 4% were 56 and above. The participants were asked about their gender to which according to the answers, there were 54% male 44% female and 2% non-binary employees. Regarding the work experience of employees working at The White Company, there were 45% of the employees working from 1 to 3 years. 20% working from 4 to 6 years, 25% working for 7 to 9 years and only 5% of the employees working for 10 or more years in the organisation. These are the demographic data collected from the research participants working at The White Company. 


[bookmark: _Toc144118456]Leadership Questions
[bookmark: _Toc144118476]Table 2: Which leadership style do you believe is emphasized in your department?
	Responses
	Frequency
	Percentage

	Transactional Leadership (Where the leader provides rewards or punishments to motivate their followers to achieve specific goals or tasks)
	23
	46%

	b) Transformational Leadership (Where the leader inspires and transforms followers by creating a vision and encouraging them to achieve their full potential)
	27
	54%

	Total
	50
	100%



The employees or research participants working at The White Company were asked about the leadership style that they think is used by the leaders at their organization. To this question, the responses were mixed as 46% of the employees stated that their leaders used transactional leadership style while 54% used transformational leadership style. Thus, from the collected data, it can be seen that, at the White Company, both types of leadership styles are used and preferred. 
[bookmark: _Toc144118477]Table 3: To what extent does the leadership in your department inspire and motivate you to do your best work?
	Responses
	Frequency
	Percentage

	Not at all
	0
	0%

	Slightly
	0
	0%

	Moderately
	13
	26%

	Very much
	27
	54%

	Extremely
	10
	20%

	Total
	50
	100%



[bookmark: _Toc144118478]Table 4: How frequently does the leadership in your department provide feedback and recognition for good performance?
	Responses
	Frequency
	Percentage

	Rarely or never
	0
	0%

	Occasionally
	0
	0%

	Sometimes
	32
	64%

	Often
	10
	20%

	Always
	8
	16%

	Total
	50
	100%



In regards to determining the leadership styles that are used by the leaders at the White Company, they were asked if the leaders at the organization inspired them to work and perform their best or not. To this question, majority of the employees that is, 54% stated that the leaders of the organization very much motivated and inspired them to perform better. The employees were also asked about how frequently they received feedback from their leaders at the organization. To this question, 64% of the employees stated that, the leaders sometimes provided them with feedback and recognition for their good performance. The employees were also asked if the leadership of the organization encouraged innovation and creativity or not. To this question, majority that is, 68% of the employees stated that, the company very much inspired innovation and creativity. The employees also stated that, 76% of the times often, the leaders of the organization set their goals. Thus, from the collected data, it can be seen that, the company uses both transactional and transformational leadership styles, the leaders encourage and inspire the employees to perform well and be creative, they also set goals often and sometimes provide recognition and feedback. 

[bookmark: _Toc144118457]Employee Performance
[bookmark: _Toc144118479]Table 5: How would you rate your overall performance at The White Company London?
	Responses
	Frequency
	Percentage

	Very Low
	0
	0%

	Low
	0
	0%

	Moderate
	14
	28%

	High
	30
	60%

	Very High
	6
	12%

	Total
	50
	100%



	Responses
	Frequency
	Percentage

	Much lower
	0
	0

	Slightly lower
	3
	6%

	About the same
	27
	54%

	Slightly higher
	10
	20%

	Much higher
	10
	20%

	Total
	50
	100%



The research participants and employees working at the White Company were asked what they thought about their personal performances. To this question, majority of the employees that is 60% of the employees rated their performances at the organization highly. They were also asked how they perceived their jobs in comparison to their colleagues. To this question, majority of the employees which is 54% of the employees stated that they performed about the same as their peers and colleagues working at the organisation. Thus, from the collected data, it can be seen that, the employees working at The White Company consider themselves to be high performers and consider that the employees have a similar and universal performance at the organisation. 


[bookmark: _Toc144118458]Impact of Leadership Style on Employee Performance
[bookmark: _Toc144118480]Table 6: In which ways can leadership styles affect employee performance?
	Responses
	Frequency
	Percentage

	Motivation
	10
	20%

	Training
	4
	8%

	Making joint-decisions
	6
	12%

	Creating a positive working environment
	10
	20%

	Developing work environment happiness
	10
	20%

	Empowering employees
	5
	10%

	Fostering a sense of ownership
	5
	10%

	Total
	50
	100%



The employees working at the White Company Limited were asked about the impact of the different leadership styles on the employee performance of the organisation. They were asked about the different ways in which leadership styles could affect their performances at the organization. To this question, the three major answers were, motivation, work environment happiness, and a positive working environment. 60% of the employees chose these ways to impact employee performance the most in regards to leadership styles. The employees were also asked if the leadership style of their organization affected their motivation at all where 80% of the employees responded that leadership style did affect their motivation. The employees were also asked if they had experienced any specific instances where the leadership affected their performance. To this question, majority which is 58% of the employees responded with increased recognition of their work and 22% responded with encouragement to take initiatives affected their performances.  Thus, from the collected data, it can be seen that, the leadership style at the White Company affected their performances. 
[bookmark: _Toc144118459]Employee Satisfaction and Leadership Style
[bookmark: _Toc144118481]Table 7: How satisfied are you with the current leadership style in your department?
	Responses
	Frequency
	Percentage

	Very Dissatisfied
	0
	0%

	Dissatisfied
	0
	0%

	 Neutral
	0
	0%

	Satisfied
	50
	100%

	Very Satisfied
	0
	0%

	Total
	50
	100%



[bookmark: _Toc144118482]Table 8: What additional leadership practices do you think could further improve employee satisfaction and overall performance? (Select the most relevant option)
	Responses
	Frequency
	Percentage

	Providing more professional development opportunities
	10
	20

	Enhancing work-life balance initiatives
	27
	54%

	Encouraging employee input in decision-making
	3
	6%

	Recognizing and rewarding outstanding performance
	10
	20%

	Other (Please specify)
	0
	0%

	Total
	50
	100%



The employees working at the White Company were asked how satisfied with their workplace. To this question, all of the employees which is 100% stated that, they were satisfied with their current workplace. The employees were also asked if their leadership style supported a healthy work life balance or not. To this question, 68% of the employees responded that they felt that their leadership did support a healthy work life balance. The employees were also asked if the leadership at their organization contributed positively to the workplace and employee satisfaction at the company or not. To this question, 72% responded positively saying that the leadership style very much contributed to employee satisfaction. The employees also stated that, the leadership style of their organization could be improved if they provided more recognition, enhanced communication, and increased their focus on employee development. According to the employees, due to changes in the leadership style, previously they experienced the satisfaction level of the employees to increase and overall, they are very likely to recommend the company as a good place to work based on the leadership style and level of employee satisfaction. Along with these, 54% of the employees stated that, if work life balance initiatives were improved, the employees will be able to be more satisfied and perform better.  Thus, from the collected data, it can be seen that, the employees are overall satisfied with the leadership style and situation of the organisation. 
[bookmark: _Toc144118460]Statistical Measures
	Questions
	Highest Value
	Cronbach’s alpha
	P Value

	Which leadership style do you believe is emphasized in your department?
	2
	0.72
	0.9

	To what extent does the leadership in your department inspire and motivate you to do your best work?
	4
	0.23
	0.57

	How frequently does the leadership in your department provide feedback and recognition for good performance?
	3
	0.76
	0.87

	How would you rate your overall performance at The White Company London?
	4
	0.89
	0.84

	In comparison to your colleagues' performance, how do you perceive your job performance?
	3
	0.75
	0.76

	In which ways can leadership styles affect employee performance?
	4
			0.33
	0.48

	How satisfied are you with the current leadership style in your department?
	4
	1
	1

	What additional leadership practices do you think could further improve employee satisfaction and overall performance? (Select the most relevant option)
	2
	0.75
	0.74



Based on the statistical measures that have been determined, the reliability and probability of the data set can be interpreted. The Cronbach’s alpha in terms of leadership style is used at The White Company London, indicates that the responses are acceptable and the transformational leadership style is used at the organisation and the p value is 0.9. Based on the results, it can be assumed that the organisation uses transformational leadership style and it is acceptable. Based on the measure, it can be seen that, the responses to the extent to which the leadership style motivates the employees to perform their best work in terms of reliability is poor as the Cronbach’s alpha is 0.23 and the p value is 0.57. Due to this reason, it cannot be assumed that, the leadership of the organisation is useful enough to motivate the employees of the organisation to put in their best work. Based on the Cronbach’s alpha which is 0.76 and p value which is 0.87, it can be seen that, the leadership provides feedback and recognition to the employees which is reliable and acceptable. The statistical measures also demonstrate that the employees rate their performance as moderate and the Cronbach’s alpha which demonstrates the measure to be 0.89 and the p value which is 0.84 indicates that the data is reliable and acceptable. The statistical measures also demonstrate that the leadership style can affect the employee performance by providing them with a positive work environment. However, the value of Cronbach’s alpha and p value both are very less which are 0.33 and 0.48 indicating that the data is not reliable or acceptable. The statistical measures also determine that the employees are currently satisfied with the leadership style of the White Company, London as the Cronbach’s alpha and P value both are 1 indicating that the data is highly reliable and acceptable. The employees stated that, the leadership of the organisation can be improved by increasing the work life balance of the employees which has an alpha value of 0.75 and 0.74 indicating that the data is reliable and acceptable. 



[bookmark: _Toc144118461]4.2 Findings
[bookmark: _Toc144118462]Hypothesis 1: Employees with transformational leadership at The White Company London perform better than those with transactional leadership.
The literature review showed that transactional leadership style refers to the type of leadership style that aims to ensure that workers or employees at the organization perform well by providing them with punishment or rewards. This type of leadership style is based on employee performance and employee receive the consequences or rewards based on their performances. The literature review demonstrated that, transactional leadership style generates more quantity of work rather than focusing on the quality of the work. 
According to the primary data collected from the research participants, the leaders of the White Company London do use transactional leadership style to some extent and provide them with recognition or feedback when necessary. The primary data demonstrated that, the employees working at the organization consider themselves to be high performers because they are able receive quick feedback on their performances due to the transactional leadership. The employees also consider that due to the leadership style, their performances are positively impacted and they are able to work more creatively and innovatively at the company. The statistical measures demonstrated that, the data is reliable. Thus, it can be found that, the transformational leadership style at the White Company affects employee performance positively than transactional leadership style and the hypothesis can be accepted. 
[bookmark: _Toc144118463]Hypothesis 2: Employees with transformational leadership at The White Company London are more satisfied than those with transactional leadership
The literature review performed for the research demonstrated that, transformational leadership style refers to the type of leadership style that ensures employee performance by inspiring and motivating them to work harder and perform their tasks better. According to the secondary data, transformational leadership style can have positive effects on employee satisfaction. 
The collected primary data demonstrated that, there is a mix of both transactional and transformational leadership styles. From the primary data that has been collected from the employees working at the White Company, it can be seen that, the employees feel motivated and feel that their motivation is positively affected because of the transformational leadership style. The employees also stated that, they are highly satisfied with the organization, can experience their satisfaction level being affected properly, and that they would recommend the organization as a satisfactory workplace due to the transformational leadership style. Whereas, majority employees stated that, in terms of using transactional leadership style, their work is not as effective rather only generates more volume. Thus, from the collected data, it can be found that, the employees working at the White Company are highly satisfied with their leadership style than transactional leadership style. The data is reliable and hypothesis can be accepted. 
[bookmark: _Toc144118464]Hypothesis 3: Employee performance mediates the relationship between leadership style and employee satisfaction at The White Company London
From the collected primary data, it can be seen that, there are two types of leadership styles that are used by the leaders of the White Company which are- the transactional leadership style and the transformational leadership style. According to the primary data, it can be seen that, due to the combined effect of the two types of leadership styles at the organization, the employees of the company are high performers and consider to be performing similarly compared to their colleagues, are satisfied with the workplace, perform innovatively and consider themselves to be satisfied and recommend the company to others. Thus, from the collected data, it can be seen that, the due to the combined effects of the two types of leadership styles, the employee outcomes are positive performance and positive satisfaction and it can be seen that, the employee performance is able to establish a positive relationship between employee satisfaction and leadership style. Hence, the data can be considered to be reliable and hypothesis can be accepted. 
[bookmark: _Toc144118465]Strategies and recommendations for enhancing leadership practices and improving employee engagement at The White Company London.
The literature review demonstrated that, there are a variety of ways in which the employee satisfaction, performance, and engagement can be improved at The White Company. The secondary data stated that, leaders can recognize employee efforts more, provide rewards, give and collect feedback, ensure employee empowerment and autonomy which can help the organization to perform better and employees to be more satisfied. 
According to the primary data collected from the employees working at the White Company London, there are different ways in which the satisfaction level and performance can be further improved in the organization. These are- improving workplace environment happiness, increased recognition, increased encouraged for taking initiatives, increased focus on employee development, and enhancing work life balance. Thus, it can be found that, there are various ways in which the employee engagement at the White Company London can be further improved. 
[bookmark: _Toc144118466]4.3 Summary 
The chapter performed the analysis on the collected data and elaborated on the findings of the research. The hypotheses formulated in the first chapter have been proved and accepted in this chapter. 

[bookmark: _Toc144118467]Chapter 5: Conclusion and Recommendation
[bookmark: _Toc144118468]5.1 Conclusion
The research was conducted to explore the impact of transactional and transformational leadership styles on employee performance and satisfaction. The study was conducted on 50 employees working at the White Company London. The research used an exploratory design, quantitative strategy and analysed data using percentile data analysis technique. 
The research concluded that, the transactional leadership style used at The White Company London affected employee performance positively by giving them recognition, rewards, and feedback. 
The research also concluded that, the transformational leadership style used at the White Company London affected employee satisfaction positively by providing them motivation, inspiration and workplace environment happiness. 
The research concluded that, due to the combined effects of the two leadership styles, the employee outcome at the company is high performing and satisfied employees. 
The research also concluded that, there are various ways to improve employee satisfaction, performance, and engagement which are- improving workplace environment happiness, increased recognition, increased encouragement for taking initiatives, increased focus on employee development, and enhancing work life balance.
[bookmark: _Toc144118469]5.2 Recommendations
Based on the findings of the research, the following recommendations can be provided to the leaders of the company. These are- 
Hybrid working: Despite being satisfied, the employees of the company consider the work life balance at the organization to be still not sufficient. Due to this reason, the company could introduce hybrid working model to ensure better work life balance. 
Improved Work Environment Happiness: The employees working at the White Company require better work environment happiness. The leaders of the organization may ensure an effective, cooperative, and positive work culture to enhance the workplace happiness. 
Employee Development: The employee performance at the company can be enhanced by focusing more on employee development and providing them with training programs to improve their performance. 
[bookmark: _Toc144118470]5.3 Summary
The chapter provided a conclusion to the research and provided some recommendations based on the findings. 
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[bookmark: _Toc144118474]Questionnaire
Hello everyone. I am Gabriel Ciprian Muntean, an undergraduate student at University of Wales Trinity Saint David. As a requirement of my undergraduation program, I am conducting research the topic of which is: Transactional leadership style, transformational leadership style, employee performance, and employee satisfaction: A study on “The White Company London”. For this research, I need you to participate in the survey by choosing the best option from the following questions. Your information will be confidential and you can opt out from the participation anytime you want. By answering the questions, you are giving your consent for participating. Thank you for your kind co-operation. 

Demographic Questions:

[bookmark: _Hlk143126431]1. What is your age?
a) 18-25
b) 26-35
c) 36-45
d) 46-55
e) 56 and above

2. What is your gender?
a) Male
b) Female
c) Non-binary / Third gender
d) Prefer not to say

3. How many years have you been working at The White Company London?
a) Less than 1 year
b) 1-3 years
c) 4-6 years
d) 7-9 years
e) 10 years or more

Leadership Style Questions:

4. Which leadership style do you believe is emphasized in your department?
a) Transactional Leadership (Where the leader provides rewards or punishments to motivate their followers to achieve specific goals or tasks)
b) Transformational Leadership (Where the leader inspires and transforms followers by creating a vision and encouraging them to achieve their full potential)

5. How often does the leadership in your department set clear goals and expectations for your work?
a) Rarely or never
b) Occasionally
c) Sometimes
d) Often
e) Always

6. How frequently does the leadership in your department provide feedback and recognition for good performance?
a) Rarely or never
b) Occasionally
c) Sometimes
d) Often
e) Always

7. To what extent does the leadership in your department inspire and motivate you to do your best work?

a) Not at all
b) Slightly
c) Moderately
d) Very much
e) Extremely

8. Does the leadership in your department encourage innovative thinking and creativity?

a) Not at all
b) Slightly
c) Moderately
d) Very much
e) Extremely

Employee Performance Identification Questions:
9. How would you rate your overall performance at The White Company London?
a) Very Low
b) Low
c) Moderate
d) High
e) Very High

10. In comparison to your colleagues' performance, how do you perceive your job performance?
a) Much lower
b) Slightly lower
c) About the same
d) Slightly higher
e) Much higher

Impact of Leadership Style on Employee Performance:

11. In which ways can leadership styles affect employee performance?
a. Motivation
b. Training
c. Making joint-decisions
d. Creating a positive working environment
e. Developing an effective working environment
f. Empowering employees
g. Fostering a sense of ownership

12. Has the leadership style in your department improved your motivation and productivity at work?
a) Not at all
b) Slightly
c) Moderately
d) Very much
e) Extremely

13. Have you experienced any specific instances where the leadership style positively impacted your performance? If yes, please select the relevant option(s) below:
a) Increased recognition for my work
b) Opportunities for skill development
c) Enhanced teamwork and collaboration
d) Encouragement to take initiative
e) Other (Please specify): ___________

Employee Satisfaction and Leadership Style:
14. How satisfied are you with the current leadership style in your department?
a) Very Dissatisfied
b) Dissatisfied
c) Neutral
d) Satisfied
e) Very Satisfied

15. Do you feel that the leadership style supports a healthy work-life balance?
a) Not at all
b) Slightly
c) Moderately
d) Very much
e) Extremely

16. How much do you believe the leadership style contributes to a positive work environment and employee satisfaction?
a) Not at all
b) Slightly
c) Moderately
d) Very much
e) Extremely

17. In your opinion, what aspect of the leadership style could be improved to enhance employee satisfaction? (Select the most relevant option)
a) More frequent feedback and recognition
b) Enhanced communication and transparency
c) Increased focus on employee development
d) Encouraging a more collaborative environment
e) Other (Please specify): ___________

18. Have you witnessed any significant changes in employee satisfaction due to changes in leadership style? If yes, please select the relevant option(s) below:
a) Yes, employee satisfaction has increased
b) Yes, employee satisfaction has decreased
c) No, there have been no significant changes

19. How likely are you to recommend The White Company London as a good place to work, based on the leadership style and its impact on employee satisfaction?
a) Not likely at all
b) Slightly likely
c) Moderately likely
d) Very likely
e) Extremely likely

20. What additional leadership practices do you think could further improve employee satisfaction and overall performance? (Select the most relevant option)
a) Providing more professional development opportunities
b) Enhancing work-life balance initiatives
c) Encouraging employee input in decision-making
d) Recognizing and rewarding outstanding performance
e) Other (Please specify): ___________


Thank you for participating in the survey. Please provide your signature in the given space.


----------------------------------------
Signature
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