

The Impact of Leadership Styles on Employee Performance in the Hotel Industry



APPLICATION FOR ETHICAL APPROVAL

In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.

The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.

The individual undertaking the research activity is known as the “principal researcher”.

Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.

This form must be completed and approved prior to undertaking any research activity. Please see Checklist for details of process for different categories of application.  

SECTION A: About You (Principal Researcher)
	1
	Full Name:
	Anca Vasile 

	2
	Tick all boxes that apply:
	Member of staff:
	☐
	Honorary research fellow:
	☐

	
	Undergraduate Student
	☒	Taught Postgraduate Student
	☐	Postgraduate Research Student
	☐


	3
	Institute/Academic Discipline/Centre:
	

	4
	Campus:
	


	5
	E-mail address:
	


	6
	Contact Telephone Number:
	


	
	For students:

	7
	Student Number:
	2018716

	8
	Programme of Study:
	

	9
	Director of Studies/Supervisor:
	






SECTION B: Approval for Research Activity
	1
	Has the research activity received approval in principle?
(please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)
	YES
	☒	NO
	☐
	
	
	Date

	2
	If Yes, please indicate source of approval (and date where known): Approval in principle must be obtained from the relevant source prior to seeking ethical approval
	Research Degrees Committee
	☒	Supervisor

	
	
	Institute Research Committee
	☐	

	
	
	Other (write in)

	☐	



SECTION C:  Internal and External Ethical Guidance Materials
	
	Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.

	1
	UWTSD Research Ethics & Integrity Code of Practice
	☒
	2
	UWTSD Research Data Management Policy
	☒

	3
	[List any other relevant documents here]
	☐



SECTION D: External Collaborative Research Activity
If there are external collaborators then you should gain consent from the contact persons to share their personal data with the university. If there are no external collaborators then leave this section blank and continue to section E.
	1
	Institution
	


	2
	Contact person name
	


	3
	Contact person e-mail address

	

	4
	Is your research externally funded?
	YES
	☐
	NO
	☒

	5
	Are you in receipt of a KESS scholarship?
	YES
	☐
	NO
	☒

	6
	Are you specifically employed to undertake this research in either a paid or voluntary capacity?
	Voluntary
	YES
	☐
	NO
	☒

	7
	
	Employed
	YES
	☐
	NO
	☒

	8
	Is the research being undertaken within an existing UWTSD Athrofa Professional Learning Partnership (APLP)?
	If YES then the permission question below does not need to be answered.
	YES
	☐
	NO
	☒

	9
	Has permission to undertake the research has been provided by the partner organisation?
	(If YES attach copy)
If NO the application cannot continue
	YES
	☐
	NO
	☒




Where research activity is carried out in collaboration with an external organisation
	10
	Does this organisation have its own ethics approval system?
	YES
	☒
	NO
	☐

	
	
If Yes, please attach a copy of any final approval (or interim approval) from the organisation (this may be a copy of an email if appropriate).




SECTION E: Details of Research Activity
	1
	Indicative title:
	The Impact of Leadership Styles on Employee Performance in the Hotel Industry





	2
	Proposed start date:
	
	Proposed end date:
	

	
	Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the points below:
·  The hotel business is always changing and focusing on the customer. Good leadership is very important for both staff performance and the success of the business. The different types of leadership used in hotel management have a big impact on the general work environment, the drive of employees, and, as a result, the level of experiences for guests. Hotel managers who want to improve team relations and business efficiency need to understand and be able to use these leadership styles.
· 
· Goal of Research Activity: The goal of this research activity is to look into how different types of leadership affect how well hotel employees do their jobs. Knowing how important leadership is in affecting how an organisation works and how well its employees do their jobs, this study aims to give useful information about the different ways hotel managers lead. The goal of the study is to help improve management in the hotel industry by showing how different types of leadership affect how well employees do their jobs.

· Goals of the Research: 


	3
	Purpose of Research Activity

3.2 Data Collection Methods​
3.2.1 Surveys​
3.2.2 Interviews​
3.2.3 Observations​
3.3 Sample Selection​
3.4 Methods of Conducting Data Analysis​

(this box should expand as you type)

	4
	Research Question
. How does the application of different types of leadership, such as transformational, transactional, servant, and laissez-faire leadership, affect the level of performance shown by employees in the various settings of an organisation?
 
2. What kinds of processes are at play in the relationship between different types of leadership and the levels of employee productivity, job satisfaction, and general well-being?
 
3. Which aspects of the environment, such as the nature of the business, the size of the organisation, and the range of cultural backgrounds among its employees, influence the link between leadership styles and employee performance?
 
4. Based on the results, what specific suggestions may be developed to assist organisations in improving their leadership practises and, consequently, the performance of their employees?



(this box should expand as you type)

	5
	Aims of Research Activity

· The goals of the research project are:
· 
· To look at and group together the most common ways that hotel managers lead their teams.
· To find out how innovative, transactional, and servant leadership affect the drive and work of employees.
· To find out what factors affect the choice of leadership styles in the hotel industry, taking into account the company's culture, the types of employees, and forces from outside the industry.
· To find out how different types of leadership affect things like how happy guests are, how long employees stay with the company, and how efficiently the business runs overall.

(this box should expand as you type)

	6
	Objectives of Research Activity

The main objective of this study is to look into the complex relationship between leadership styles and how well hotel employees do their jobs. In particular, the study wants to find the best ways for leaders to get their employees to work together, be happy, and do their best work. The study also wants to show the problems and restrictions that might come with different leadership styles in the special setting of the hotel industry.

(this box should expand as you type)

	
	Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here, but should instead describe how you intend to collect the data necessary for you to complete your project.

	7
	


(this box should expand as you type)

	

	Location of research activity
Premier Inn Uk

	8
	

(this box should expand as you type)

	
	Research activity outside of the UK
If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the research then please state this.

	9
	


(this box should expand as you type)



	10
	Use of documentation not in the public domain: Are any documents NOT publicly available? 

	NO
	☐

	
	
	YES
	☒

	11
	If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.



(this box should expand as you type)



	
	Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015?
	
YES
	
NO

	12
	A prosperous Wales
	☐
	☒

	13
	A resilient Wales
	☐
	☒

	14
	A healthier Wales
	☐
	☒

	15
	A more equal Wales
	☐
	☒

	16
	A Wales of cohesive communities
	☐
	☒

	17
	A Wales of vibrant culture and thriving Welsh language
	☐
	☒

	18
	A globally responsible Wales
	☐
	☒

	19
	If YES to any of the above, please give details:

	
	


(this box should expand as you type)



SECTION F: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

	1
	Use of a questionnaire or similar research instrument?
	☒
	☐

	2
	Use of interviews?
	☐
	☒

	3
	Use of focus groups?
	☒
	☐

	4
	Use of participant diaries? 
	☐
	☒

	5
	Use of video or audio recording?
	☐
	☒

	6
	Use of computer-generated log files?
	☒
	☐

	7
	Participant observation with their knowledge?
	☒
	☐

	8
	Participant observation without their knowledge?
	☒
	☐

	9
	Access to personal or confidential information without the participants’ specific consent?
	☐
	☒

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	☒

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	☒

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

	14
	Administration of any substance, agent or placebo?
	☐
	☒

	15
	Working with live vertebrate animals?
	☐
	☒

	16
	Procedures that may have a negative impact on the environment?
	☐
	☒

	17
	Other primary data collection methods. Please indicate the type of data collection method(s) below.
	☒
	☐

	
	Details of any other primary data collection method:

Quiz 
Questionary 


(this box should expand as you type)
	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION G: Intended Participants
If there are no participants then do not complete this section, but go directly to section H.

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	☒

	2
	Adults (over the age of 18 and competent to give consent)?
	☒
	☐

	3
	Vulnerable adults?
	☐
	☒

	4
	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)
	☐
	☒

	5
	Prisoners?
	☐
	☒

	6
	Young offenders?
	☐
	☒

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☒

	8
	People engaged in illegal activities?
	☐
	☒

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.

	☐
	☒

	
	Details of any other participant groups:



(this box should expand as you type)
	
	



	
	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	10
	How many participants are expected?

	
150

(this box should expand as you type)

	11
	Who will the participants be?

	
Employee at Premier Inn

(this box should expand as you type)

	12
	How will you identify the participants?
	
This will be something internal as I’m working in this hotel and I already agree with all the managers around the UK for this research to take it’s place .

(this box should expand as you type)




	
	Information for participants:
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☒
	☐
	☐

	14
	Will you tell participants that their participation is voluntary?
	☒
	☐
	☐

	15
	Will you obtain written consent for participation?
	☒
	☐
	☐

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☒
	☐
	☐

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☒
	☐
	☐

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☒
	☐
	☐

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☒
	☐
	☐

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☒
	☐
	☐

	21
	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☐
	☐
	☐

	22
	If NO to any of above questions, please give an explanation 

	
	


(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☒
	☐

	25
	Is specialist electrical or other equipment to be used with participants?
	☐
	☒
	☐

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☒
	☐

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☒
	☐

	28
	If YES to any question, please provide full details 

	
	


(this box should expand as you type)



SECTION H: Anticipated Risks

	
	
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  

	1
	Full risk assessment completed and appended? 
	Yes 
	☒

	
	
	No
	☐

	2
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
	Risk to participants:

No risks 
(this box should expand as you type)
	How you will mitigate the risk to participants:



(this box should expand as you type)

	3
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	


(this box should expand as you type)

	4
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator:

No risks

(this box should expand as you type)
	How you will mitigate the risk to the investigator:



(this box should expand as you type)

	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University:

No risks

(this box should expand as you type)
	How you will mitigate the risk to the University:



(this box should expand as you type)

	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:
No risks


(this box should expand as you type)
	How you will mitigate the risk to environment:



(this box should expand as you type)



	
	Disclosure and Barring Service
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Information Sheet:
Before participants provide consent, researchers should provide them with a comprehensive information sheet.

(this box should expand as you type)

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 
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SECTION J: Data Protection and Storage
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(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
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	If YES, provide a description of the special category data and explain why this data needs to be collected:
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Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
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	Manual files (i.e. in paper form)?
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	6
	University computers?
	☐
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	7
	Private company computers?
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	☒

	8
	Home or other personal computers?
	☒
	☐

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
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	10
	“Cloud” storage or websites?
	☐
	☒

	11
	Other – specify:

	☐
	☒

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:
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	Data Protection

	
	Will the research activity involve any of the following activities:
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	Electronic transfer of data in any form?
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	☒

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	☒

	15
	Sharing of data with other organisations?
	☐
	☒

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	☒

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	☒

	18
	Publication of data that might allow identification of individuals?
	☐
	☒

	19
	Use of data management system?
	☐
	☒

	20
	Data archiving?
	☐
	☒

	21
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):
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	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:
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	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  
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	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so please explain. (Most relevant to academic staff) 

	
	


(this box should expand as you type)

	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	☒

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	☒
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	1
	Signature of applicant:
	Anca Vasile
	Date:21.12.2023




For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	
	Date:

	3
	Signature:
	

	



For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date:

	5
	Signature:
	

	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☒
	I have read the guidance notes supplied before completing the form.

	☒
	I have completed ALL RELEVANT sections of the form in full.

	☒
	I confirm that the research activity has received approval in principle

	☒
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☒
	I have attached a full risk assessment (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

	☒
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☒
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.
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[bookmark: _Toc154736243]Chapter 1: Introduction
 
[bookmark: _Toc154736244]Background and Context
 
In the modern world of business and organisational management, having strong leadership skills is one of the most important factors that contributes to success. Leaders play a critical part in determining the course of an organisation, as well as its culture and its level of overall performance. The function of leadership styles and the impact that those types have on the performance of employees has emerged as a subject of the utmost importance as companies and other institutions attempt to become more efficient and successful.
The relevance of leadership in the workplace has grown considerably over the course of time, and several ideas and approaches to leadership have emerged as a response to the intricate dynamics of contemporary organisations. The setting in which leadership functions has also changed, mostly because of developments in technology, more globalisation, and demographic shifts in the workforce. Because of this, it is necessary to conduct an exhaustive study in order to disentangle the connection between different leadership styles and employee performance in the fast-changing work environment of today.
  
[bookmark: _Toc154736245]The Statement of the Problem
 
In spite of the vast amount of material that is now accessible on the topic of leadership, there is still a vacuum in our understanding of how various styles of leadership effect employee performance across a wide variety of organisational settings and fields of endeavour. Existing research sometimes lacks a comprehensive perspective, concentrating instead on individual facets of leadership or particular businesses. As a result of this, companies may have a difficult time determining which types of leadership are the most efficient in order to improve the performance of their workforce.
 
The purpose of this research is to fill up this information vacuum by performing an in-depth and nuanced investigation of different leadership styles and the substantial effect those styles have on employee performance, taking into consideration a diverse range of business sectors and types of organisations.
 
[bookmark: _Toc154736246]Purposes of the Study
 
Some of the primary objectives of this dissertation are as follows:
 
1. To study the numerous leadership paradigms and the characteristics linked to them, including transformational, transactional, servant, and laissez-faire styles.
2. To examine the ways in which different styles of leadership have an impact on employee performance in terms of productivity, work happiness, and general well-being.
3. To discover the contextual elements that influence the link that exists between different types of leadership and employee performance
4. To give organisations with practical information that would assist them in improving employee performance by optimising leadership styles
 
[bookmark: _Toc154736247]The Importance of the Investigation
 
This study has major value not only for academic research but also for practical applications in the realm of organisational management and leadership. If businesses are able to get a deeper and more nuanced understanding of the complex link that exists between different leadership styles and employee performance, they will be better equipped to make educated choices about leadership development, training, and succession planning. In addition, it has the potential to make a contribution to the body of previously accumulated information by illuminating the changing nature of the leader's job in today's modern workplaces.
 
[bookmark: _Toc154736248]Questions Relating to Research
 
This research will answer the following research questions in order to accomplish the goals that have been outlined:
 
1. In what ways do different styles of leadership—transformational, transactional, servant, and laissez-faire—influence the degree to which people perform in different contexts within an organisation?
 
2.What mechanisms underlie the connection between leadership styles and workers' output, contentment on the job, and health and happiness?

3. Which aspects of the environment, such as the nature of the business, the size of the organisation, and the range of cultural backgrounds among its employees, influence the link between leadership styles and employee performance?
 
4. Based on the results, what specific suggestions may be developed to assist organisations in improving their leadership practises and, consequently, the performance of their employees?
[bookmark: _Toc154736249]Literature Review

[bookmark: _Toc154736250]Introduction to Leadership Styles

Leadership styles affect how leaders communicate their vision to followers, impacting organisational dynamics. Northouse (2018) defines leadership styles as the different actions, attitudes, and methods leaders utilise to lead their teams. These styles underpin organisational communication, decision-making, and team culture. These leadership styles must be examined to understand how they affect employee performance in modern organisations.

Understanding leadership styles requires studying how leaders communicate, inspire, and guide their teams. These styles are examined beyond classification to understand the ideals and principles that govern leadership conduct. Leadership styles affect work satisfaction, team dynamics, and organisational results, making them a key focus of this study. Understanding leadership styles is essential for successful leadership and workforce performance as organisations adapt to changing external influences.

This literature study examines transformational, transactional, servant, genuine, and situational leadership in the following parts. Each leadership style contributes unique concepts and practices to the leadership environment. Understanding these types helps explain how they affect employee performance and how leadership shapes the organisational environment.
[bookmark: _Toc154736251]Transformational Leadership

Transformational leadership, according to Bass and Riggio (2006), inspires and motivates followers via a shared vision, charisma, and intellectual stimulation. This leadership style goes beyond typical ways by concentrating on employee personal and professional growth. The transformational leader inspires passion and dedication to team objectives (Bass & Riggio, 2006; Podsakoff et al., 2018). The literature links transformative leadership to employee commitment, engagement, and performance. Transformational leaders foster trust, loyalty, and shared values, which boost productivity, work satisfaction, and organisational performance (Bass & Riggio, 2006; Podsakoff et al., 2018).

This leadership style especially fosters creativity. The focus on common vision and intellectual stimulation stimulates innovative thinking and helps the company develop and adapt. Transformational leaders boost employee engagement, creativity, and performance by inspiring and empowering employees.

[bookmark: _Toc154736252]Transactional Leadership

Transactional leadership, defined by Bass and Riggio (2006), manages performance via dependent incentives and sanctions. Leader-follower interactions establish expectations and relate rewards and penalties to individual or group performance. Transactional leadership works well in processes-driven contexts (Meyer et al., 2009). The transactional leader assures efficient job completion, risk mitigation, and organisational objectives via disciplined and well-defined procedures.

Transactional leadership offers stability and clear expectations, while transformational leadership may inspire creativity and innovation. The emphasis on following processes may limit workers' creativity. Transactional leadership is essential for operational efficiency and risk reduction in regulatory compliance organisations.

Both transformative and transactional leadership have benefits. Transformational leadership inspires, trusts, and innovates, improving employee engagement and performance. The structure, efficiency, and risk reduction of transactional leadership make it beneficial in workplaces with well-defined procedures and regulatory requirements. Leadership styles rely on the organization's context, objectives, and difficulties.

[bookmark: _Toc154736253]Servant Leadership

Liden et al. (2008) define servant leadership as a style that prioritises followers' needs and well-being. Servant leaders focus on team development rather than top-down tactics. This leadership style emphasises selflessness and empowering people to realise their greatest potential. The research emphasises servant leadership's favourable effects on organisational dynamics, notably trust, commitment, and performance.

Servant leadership means leaders serve their team and organisation first. Servant leaders build trust and commitment by prioritising follower development and well-being. Leaders who assist and elevate team members boost work happiness by making them feel appreciated and supported in their careers. This greatly impacts worker performance (Liden et al. 2008).
Servant leadership regularly improves employee well-being and performance, according to research. The servant leader's dedication to team development inspires loyalty and engagement. Serving others before self-fosters a collaborative, supportive workplace atmosphere.

Servant leadership is unique because it combines leadership with service. Servant leaders foster trust, dedication, and performance by prioritising followers' needs. The favourable associations between servant leadership and job satisfaction show its influence on staff well-being and performance. Contemporary organisations that promote collaborative and people-centric leadership are ideal for this style (Liden et al. 2008).

[bookmark: _Toc154736254]Authentic Leadership

Avolio and Gardner (2005) argue that true leadership requires the presence of honesty, self-awareness, and morality. This leadership style fosters trust and open communication. Real leaders show their actual selves to their people. Studies show that authenticity improves employee engagement, trust, commitment, and performance.

Transparency underpins true leadership. Authentic leaders share their values, beliefs, and motives. They communicate honestly, building trust. Authentic leaders know their talents, shortcomings, and values. Self-awareness helps leaders make values-based choices and communicate authentically.

Morality is another essential element of true leadership. Moral leaders follow ethical standards and behave ethically. This ethical conduct promotes a moral and ethical workplace.

Walumbwa et al. (2008) found that real leadership improves employee outcomes. This highlights the importance of authentic leadership in moulding the work experience and increasing job satisfaction. Employees trust their leaders, feel dedicated to the organization's aims, and perform better when they see them as honest.

Strong authentic leadership prioritises openness, self-awareness, and morality. The favourable impact of genuine leadership on employee trust, dedication, and performance highlights its importance in organisational culture. Authentic leadership is relevant and effective for creating a healthy and productive workplace in today's transparent and ethical settings.

[bookmark: _Toc154736255]Situational Leadership

Situational leadership, as formulated by Hersey and Blanchard (1969), is a flexible leadership strategy that tailors leadership approaches to the specific circumstance or task at hand. This approach recognises that strong leaders must adapt their style to their team's preparedness and capabilities. Situational leadership emphasises flexibility to meet team requirements and maximise performance (Northouse, 2018).

Situational leadership is based on the idea that various circumstances need different leadership styles. Leaders must evaluate team members' abilities, experience, and drive to determine their preparedness and alter their leadership style. This versatility helps leaders to respond to changing team dynamics and promote the optimal strategy.

Northouse (2018) stresses that situational leaders who can adapt to different situations are better able to lead their teams to success. The situational leadership paradigm helps leaders decide whether to be directive or supportive depending on team members' progress. This flexibility boosts teamwork and personal development.

Situational leadership is pragmatic and adaptable, realising that good leaders must adapt to their team members' needs and preparedness. The Hersey and Blanchard (1969) approach, expanded by Northouse (2018), helps leaders analyse conditions and adjust their leadership style. Situational leadership is relevant and adaptable to achieve optimum outcomes in various and dynamic situations as organisations traverse an ever-changing terrain.
[bookmark: _Toc154736256]Theoretical Framework

This study blends multiple leadership methods based on context and scenario. This comprehensive framework guides research on leadership styles and workforce performance across industries and cultures. The study takes a comprehensive approach to better understand leadership's complex impact on organisational results (Liden et al. 2008).

[bookmark: _Toc154736257]Integration of Leadership Approaches: 

Transformational, transactional, servant, genuine, and situational leadership styles are included in the theoretical framework to reflect leadership's complexity. The framework tries to understand how various leadership styles interact in an organisation. This integrated approach helps explain how leadership approaches affect employee performance.

[bookmark: _Toc154736258]Consideration of Situational Circumstances: 

Situational leadership emphasises changing leadership techniques to unique situations and team preparedness. The theoretical framework views situational conditions as dynamic elements that affect leadership style effectiveness. The framework allows us to examine how situational elements affect leadership and workforce performance in ever-changing organisational situations.
[bookmark: _Toc154736259]Contextual Factors:

The framework acknowledges that organisational environments differ across industries and cultures by include contextual considerations. Industry conventions, organisational structure, and cultural differences may affect leadership effectiveness. Contextual aspects account for organisational variety and particular problems, making analysis more sophisticated.
[bookmark: _Toc154736260]Examination of Leadership Styles' Effects: 

The theoretical framework examines how leadership styles affect employee performance. The study seeks to understand how leadership actions affect organisational success by carefully analysing each leadership approach's results. This examination covers employee involvement, work satisfaction, creativity, and productivity (Avolio and Gardner 2005).
[bookmark: _Toc154736261]Enhancing Understanding of Leadership's Role: 

The theoretical framework aims to improve knowledge of leadership's impact on organisational results. The study seeks to inform leadership practises by investigating the intricate relationships between leadership styles, situational variables, and contextual factors. This knowledge is crucial for organisations attempting to improve leadership in diverse and dynamic situations.

This study uses a theoretical framework that integrates multiple leadership methods and considers situational and contextual elements. This extensive research examines the complex linkages between leadership styles and employee performance to better understand leadership's impact on organisational results.
[bookmark: _Toc154736262]Overview of Relevant Research:

Leadership styles and employee performance have been extensively studied, revealing how they affect job satisfaction, productivity, and organisational commitment in the hotel business. This study helps explain how leadership styles affect hotel staff conduct and performance (Hersey and Blanchard 1969).

[bookmark: _Toc154736263]Effect on Job Satisfaction:

The leadership styles used in the hospitality industry have a direct impact on the level of work satisfaction experienced by employees. This is particularly significant in a sector where the contentment of visitors is of utmost importance. The hotel manager employs transformative leadership.
This manager creates an inspiring, motivating, and service-focused workplace based on Bass and Riggio (2006) study. This technique increases worker satisfaction and creates a pleasant work environment.

Hotel leadership that is transparent and moral has been linked to higher job satisfaction. Genuine and ethical leaders create a pleasant work atmosphere and boost job satisfaction. Examples from this research show how leadership styles affect hotel workers' subjective experiences.
[bookmark: _Toc154736264]Influence on Productivity:

Research on hotel leadership styles and productivity provides significant insights for optimising organisational efficiency. Consider a hotel department head using transactional leadership. According to research like Avolio et al. (1991), this leader sets clear expectations and relates them to contingent incentives to ensure effective room cleaning. In contrast, a hotel manager using transformational leadership may see staff innovation and creativity improve, boosting productivity in a flexible work environment.

[bookmark: _Toc154736265]Factors Affecting Organizational Commitment:

Hotel worker devotion determines visitor happiness, thus organisational commitment is crucial. Greenleaf (1977) defined servant leadership as prioritising team members' well-being and progress. In hotels, this design increases staff commitment. Servant leadership creates an emotional connection and loyalty by focusing on staff growth and wellbeing.
[bookmark: _Toc154736266]Nuanced Insights into Employee Behaviour:

Hotel business research reveals how leadership styles affect staff conduct. Hersey and Blanchard (1969) say situational leadership encourages adaptation. This might mean hotel leaders adapt to team preparedness and ability. This flexibility affects communication, cooperation, and collaboration, affecting hotel staff interactions.

[bookmark: _Toc154736267]Contribution to Comprehensive Understanding:

Overall, this study helps explain the complex link between leadership styles and hotel staff performance. By studying varied leadership styles and their consequences, academics have produced a rich tapestry of insights that hospitality organisations may use to improve leadership. These results highlight the necessity of matching leadership styles with hospitality needs to improve hotel workers' job experiences.
This study adds to the hotel industry's leadership debate by giving practical insights that may inspire organisational initiatives and improve guest experience via a motivated and engaged staff.
[bookmark: _Toc154736268]Gaps in the Existing Literature

Despite extensive study on leadership styles and workforce success, many questions remain. The research is lacking in comprehending the complicated relationship between leadership and organisational results. A complete conceptual framework that integrates leadership styles, contextual factors, and employee performance outcomes is proposed in this research to fill these gaps (Meyer et al. 2009).

[bookmark: _Toc154736269]Lack of Comprehensive Assessments:

Comprehensive examinations of diverse leadership styles and their effects are lacking in the literature. Many studies examine individual leadership styles, revealing various methods. However, little study studies how different leadership styles interact in organisations. This research helps fill this gap by nuancedly examining the simultaneous impact of multiple leadership styles on employee performance (Meyer et al. 2009).

[bookmark: _Toc154736270]Limited Exploration Across Diverse Sectors:

Current literature is typically biased towards certain sectors or businesses, reducing generalizability. Few studies examine leadership styles in varied organisational settings across sectors. This research addresses this constraint by examining leadership styles in different industries, taking into account their particular difficulties and dynamics. The study aims to give insights that are relevant and adaptable across organisational contexts (Meyer et al. 2009).

[bookmark: _Toc154736271]Insufficient Examination of the Leadership-Organizational Culture Relationship:

Limited research on leadership styles and organisational culture is another gap. Both variables influence organisational dynamics, but the research lacks in-depth assessments of how leadership styles affect organisational culture. This research addresses this gap by examining the complex relationships between leadership practices and organisational culture to better understand their effects on employee performance.

[bookmark: _Toc154736272]Need for a Conceptual Framework Incorporating Contextual Variables:

Existing research largely ignores contextual elements' impact on leadership styles and employee success. Organisational size, industry needs, and cultural differences affect leadership effectiveness. A conceptual framework that combines contextual elements is proposed in this research to fill this gap. The study tries to understand how organisational setting and leadership styles affect employee performance (Meyer et al. 2009).

Leadership styles and employee performance literature is lacking, which this research addresses. Through a comprehensive conceptual framework, the research seeks to illuminate the simultaneous influence of diverse leadership styles, their applicability across sectors, and the complex relationships between leadership practices and organisational culture. The research addresses these gaps to better understand leadership's complex impact on employee performance.

[bookmark: _Toc154736273]Chapter 3: Research Methodology

[bookmark: _Toc154736274]3.1 Overview

This chapter offers a thorough understanding of the methodology, philosophy, and intricate processes involved in data collection and analysis. It gives a clear and comprehensive overview of the research design and methodological framework employed in this study.

[bookmark: _Toc154736275]3.2 Research Philosophy

The choice of a research philosophy is crucial for the successful completion of any project. According to Saunders et al. (2012), the three ideologies defined are positivism, interpretivism, and realism. The positivist philosophy was employed for this inquiry. Conversely, positivism aligns well with structured methodologies, established frameworks, and well stated premises. By using pre-existing theories and models, it becomes more convenient to examine the elements that influence employee retention and motivation.

The positivist philosophy has been chosen for this assessment due to its suitability for examining practical aspects of worker motivation and retention within Premier Inn Hotel. The strategy used is systematic and well-structured, aligning with the research's aim of finding practical answers.

[bookmark: _Toc154736276]3.3 Research Approach

The direction that the study takes is determined by the research methods that are used, whether they are inductive or deductive. For the purpose of this investigation, a deductive methodology was used, with current models and assumptions serving as guides. This strategy entails putting hypotheses and models to the test by comparing them against empirical investigations.

The evaluation reveals that the deductive method is advantageous since it enables a concentrated investigation of several models of motivation within the framework of the Premier Inn Hotel's efforts to enhance staff retention. The inquiry is designed to be guided by the theoretical framework that it offers.

[bookmark: _Toc154736277]3.4 Research Design

The research design is the pivotal component of the investigation strategy. A descriptive research design was used in line with the suggestions put forward by Saunders et al. (2012). The objectives of the descriptive design are to provide a comprehensive depiction of the subject matter under investigation and to elucidate its meaning.

Evaluation: The descriptive approach is appropriate for the study objective, which is to comprehensively examine and comprehend issues related to staff motivation and retention inside Premier Inn Hotel. This enables a more comprehensive understanding of the topic under investigation.

[bookmark: _Toc154736278]3.5 Methodology for Collecting Data

To effectively tackle the research issue at hand, it is of utmost importance to meticulously select the methods of data collection. Experience the power of a comprehensive research methodology with our cutting-edge inquiry. Our innovative mixed methods approach seamlessly combines qualitative and quantitative data results, providing you with a holistic understanding of your subject matter. Uncover deeper insights and make informed decisions with our unparalleled research solution.

Unlock the secrets of employee motivation and retention with our ground-breaking evaluation. By seamlessly integrating quantitative data from surveys conducted with 121 Premier Inn Hotel workers and qualitative data from insightful interviews with managers, we have crafted a comprehensive understanding of the myriad factors at play. Prepare to be amazed as we delve into the depths of what truly drives and keeps employees engaged.

[bookmark: _Toc154736279]3.6 Tools for Collecting Data

The research's success is closely correlated with the selection of devices for data collection. To collect quantitative data, a questionnaire was sent to the employees of the Premier Inn Hotel. Conversely, managerial interviews were undertaken to get qualitative data.

The evaluation reveals that the questionnaire, the data from the company archive, and the many questions asked during interviews all contribute to the acquisition of strong data, which in turn provides a comprehensive perspective on the subject matter.

[bookmark: _Toc154736280]3.7 Data Analysis Technique

The extraction of relevant insights requires a number of steps, one of which is data analysis. It was decided to use a mixed-methods approach, and the chi-square test was used for statistical analysis of the quantitative data that was collected. Thematic analysis and manual textual analysis were performed on the qualitative data by hand.

In terms of evaluation, the use of statistical and textual analysis techniques together results in an increase in the comprehensiveness and certainty of the findings. Within the realm of statistical analysis, the chi-square test offers a reliable evaluation of quantitative data.

[bookmark: _Toc154736281]3.8 Sampling Method

It is crucial to follow the proper sampling process to ensure the study's external validity. Random sampling was used to choose 121 workers from the Premier Inn Hotel, guaranteeing that every person in the total number had an equal chance of being included.

The review claims that random selection increases the research's representativeness, which permits extrapolating the findings to a broader group of Premier Inn Hotel personnel.
[bookmark: _Toc154736282]3.9 Population and Sample Size

The established demographic features of the research as well as the sample size are very important for the applicability of the study. There was a total of 121 people that participated in the research, and the population included everyone who was pertinent to the subject being investigated.

The study's relevance and application to the larger context of employee motivation and retention is ensured by the thorough assessment of demographic and sample size, which is mentioned in the evaluation.

[bookmark: _Toc154736283]3.10 Accessibility Issue

It was discovered that there were difficulties associated with accessibility, such as the indifference of workers and the difficulty in gaining access to certain publications and periodicals meant for secondary research. The method of data collecting could be affected as a result of these problems.

Evaluation: It is essential to recognise the difficulties associated with accessibility, and it is necessary to take measures to lessen the influence that these difficulties have on the efforts to collect data and conduct secondary research.

[bookmark: _Toc154736284]3.11 Ethical Considerations

When doing research, considering ethical issues is of the utmost importance, particularly when working with human participants. When it comes to hotel staff motivation and retention, the researcher places a strong emphasis on acquiring trustworthy publications and books. Additionally, they make sure to secure the appropriate permission from Premier Inn Hotel for the utilisation of archive data.

Evaluation: The researcher's dedication to performing a principled and legitimate study, protecting the rights and privacy of participants, is shown by the comprehensive evaluation of ethical considerations that were taken into account.

[bookmark: _Toc154736285]3.12 Problems with Validity and Reliability

It is critical to verify the data's quality and dependability to keep the research's credibility. The researcher stresses the requirement of getting Premier Inn Hotel's OK before sharing the primary study data, and that you should only use books and journals from credible sources.

In assessing the research, the focus on validity and reliability shows how serious the researcher is about producing trustworthy research results, which improves the study as a whole.

[bookmark: _Toc154736286]Chapter 4. Findings and data analysis

[bookmark: _Toc154736287]4.1 Introduction

This chapter analyses data that is both quantitative and qualitative. There are 121 participants from the Premier Inn Hotel and 10 questions in the quantitative data analysis. However, in order to get qualitative data, interviews with five Premier Inn Hotel managers were conducted using seven questions on staff retention and motivation. In addition, the questions centred on their personal opinions about the usage of motivating techniques inside the firm to raise employee retention. There are tables and charts available to properly examine the quantitative data.    

[bookmark: _Toc154736288]4.2 Quantitative data collection

To complete, the quantitative data there are 121 employees from the Premier Inn Hotel have been selected. 10 survey questions have been made to collect data from them, and to collect data for the research and all of them complete the full survey.
1.What is your gender?
	Gender 
	Number of participants
	Percentage of participants
	Total participants

	Male
	72
	59.50%
	121

	Female
	49
	40.50%
	


Findings:  The Premier Inn Hotel has a gender breakdown that shows that male workers make up a small majority (59.50%), while female employees make up 40.50% of the workforce. It seems that there is a dedication to diversity in the workplace, as this balanced representation shows.
Analysis: Although the distribution of genders is well balanced, further research is necessary to guarantee that women's perspectives are represented in leadership positions and to resolve any possible discrepancies in opportunity.

2.Where do you live?
	Place 
	Number of participants
	Percentage of participants
	Total participants

	London
	8
	6.67%
	121

	South East UK
	14
	11.57%
	

	South West UK
	9
	7.44%
	

	West Midlands UK
	36
	16.53%
	

	North West UK
	25
	12.40%
	

	North East UK
	8
	6.61%
	

	Yorkshire 
	16
	11.57%
	


Findings: The Premier Inn Hotel employs people from all across England, although the West Midlands has the largest percentage (16.53%) of all the regions. But there is a discernible concentration of workers from some areas, which might cause issues with cultural diversity.

Analysis: A varied work environment may be facilitated by the concentration of personnel from certain locations, such as the West Midlands. Nonetheless, in order to handle possible motivational problems resulting from ethnic diversity, cultural differences should be taken into account.
3.How long have you been working in Premier Inn Hotel?
	Months of working
	Number of participants
	Percentage of participants
	Total participants

	0-6
	30
	24.79%
	121

	6-12
	44
	36.36%
	

	12-18
	21
	17.36%
	

	18-24
	17
	14.05%
	

	24+
	9
	7.44%
	


Findings: A comparatively high turnover rate is shown by the fact that the majority of workers (36.36%) have worked with Premier Inn Hotel for six to twelve months. There may be problems with staff retention since fewer workers (7.44%) have remained for 24 months or longer.

Analysis: Concerns about retention techniques are raised by a notable percentage of workers quitting during the first year. The company must address the issues causing employee discontent and attrition.
4. Does your workplace provide a secure and safe setting for employees?
	 
	Number of participants
	Percentage of participants
	Total participants   121

	YES
	40
	33.06%
	

	NO
	53
	43.80%
	

	MAYBE
	28
	23.14%
	


Findings: While 33.06% of workers are comfortable in their jobs, a sizeable minority (43.8%) are worried about their safety on the job. There is a need for clarification as shown by the confusion voiced by 23.14% of respondents.

Analysis: In order to maintain a safe and healthy work environment, Premier Inn Hotel should give priority to resolving the safety concerns raised by a significant part of its staff.
5. Is the atmosphere at your workplace inspiring?
	 
	Number of participants
	Percentage of participants
	Total participants   121

	YES
	27
	22.31%
	

	NO
	64
	52.89%
	

	MAYBE
	30
	24.79%
	


Findings:  The workplace is demotivating, according to more than half of the respondents (52.89%), suggesting a serious problem with motivation. Merely 22.31% of the workforce indicates contentment with the motivating elements of their job.

Analysis: In order to improve employee engagement and job happiness, motivational tactics must get immediate attention due to the significant number of workers who believe that their workplaces are demotivating.
6. Is there a need for change in the environment in which you work?
	 
	Number of participants
	Percentage of participants
	Total participants   121

	YES
	76
	62.81%
	

	NO
	28
	23.14%
	

	MAYBE
	17
	14.05%
	


Findings: The workplace is demotivating, according to more than half of the respondents (52.89%), suggesting a serious problem with motivation. Merely 22.31% of the workforce indicates contentment with the motivating elements of their job.

Analysis: In order to improve employee engagement and job happiness, motivational tactics must get immediate attention due to the significant number of workers who believe that their workplaces are demotivating.
7. Do you experience high levels of work-related stress and encounter inappropriate conduct from your superiors?
	 
	Number of participants
	Percentage of participants
	Total participants   121

	YES
	75
	61.98%
	

	NO
	32
	26.45%
	

	MAYBE
	14
	11.57%
	


Findings:  Employee unhappiness with work pressure and managerial behaviour is expressed by a considerable majority (61.98%). Merely 26.45% see it as acceptable, highlighting the urgent need for enhanced work environments and leadership.

Analysis: Premier Inn Hotel should address problems connected to job pressure and managerial behaviour in order to build a healthy work environment, especially considering the high rate of unhappiness.
8. Are you pleased with today's set of compensation and benefits that are offered at your place of employment?
	 
	Number of participants 
	Percentage of participants
	Total participants   121

	YES
	32
	26.45%
	

	NO
	35
	28.93%
	

	MAYBE
	54
	44.63%
	


Findings: Employees who are unsure or unhappy with the pay and incentive structure make up a significant majority (44.63%). Merely 26.45% of respondents report pleasure, suggesting that there may be issues with pay.

Analysis: In order to inspire and retain staff, a thorough assessment of the pay structure is required, as shown by the high proportion of ambiguity and unhappiness with the wage system.
9. Does your income correspond to the amount of work you do?
	 
	Number of participants
	Percentage of participants
	Total participants   121

	YES
	44
	36.36%
	

	NO
	60
	49.59%
	

	MAYBE
	17
	14.05%
	


Findings:  The fact that almost half of the respondents (49.59%) believe their pay does not match their effort suggests there may be a problem with the current compensation plan.

Analysis: In order to ensure equitable remuneration and avoid employee unhappiness, it is essential to address the apparent discrepancy between wage and workload.
10. Are you ready to commit to a long-term partnership that promises growth, development, and a rewarding career?
	 
	Number of participants
	Percentage of participants
	Total participants 121

	YES
	34
	28.10%
	

	NO
	71
	58.68%
	

	MAYBE
	16
	13.22%
	


10.  Findings: There may be difficulties in keeping workers at Premier Inn Hotel since a sizable majority of them (58.68%) say they are not prepared to commit to the company for the long run.

Analysis: The limited number of workers who are ready to make a long-term commitment indicates the necessity for all-encompassing retention tactics that take pleasure and motivation into account.

[bookmark: _Toc154736289]4.2 Qualitative analysis

Qualitative data study includes 5 Premier Inn Hotel managers from various departments. The questions were not asked of customers, sales, marketing, resource, and internal resource managers. Seven questions were asked to gather data. To get diverse data, each manager was asked all 7 questions.
1. What are the challenges that the company you work for faces in terms of motivation?

Manager 1 declared cultural diversity one of the company's top concerns. Employee motivation training is needed for managers. diverse cultures make it hard to encourage diverse individuals using the same methods. Manager 2 said that corporate personnel are not interested in learning more than their assigned task. If workers don't want to learn, supervisors and leaders will be demoralised. Then job quality will drop, and employees will depart. Four and five counter managers thought the firm management needs additional training to inspire and get great work from staff.

2. To what extent are you pleased with the performance of the staff members?

Managers must say if they are satisfied with employee performance in this section. According to the first manager, workers are departing too early, which is bad for the company's growth. The second manager says the staff do well but depart too soon. Like the first manager, it notes when workers leave early. However, the third boss claims the workers lack the skills to create excellent work. The third manager identified a new employee performance concern. The fourth management claims staff are requesting more wages than they deserve. This indicates that firm workers seek higher pay for their efforts. The fifth manager says staff can't handle pressure or workload and quit the organisation. Thus, it dislikes employee performance.

3. What are the factors that contribute to a lower retention power?

Managers have many reasons for low retention. The first manager claims that staff lack competent communication. Managers aren't engaging with staff; therefore problems can't be resolved. In addition, the second manager noted the organisation lacks sufficient recognition and reward, which reduces retention. Third manager: Wage structure is one reason firm retention is low. Employee pay cuts have hurt the company's retention. The fourth manager says staff won't remain long if they're overworked. This company's low retention rate is due to its heavy workload. This company's bosses are bad at their conduct, according to the fifth management. The way they treat each employee is inappropriate. If superiors don't treat workers well, they won't remain long.        

4. What are some of the ways that you feel workers should be motivated?

One of the managers said that the performance of the workers will be increased and encouraged via the implementation of new and better working methods.
The second manager believes interactive communication will boost employee motivation. However, the third manager believes incentive systems are crucial to motivation. Using a reward system may inspire staff.  Fifth management says paying staff may encourage them and improve job quality. In addition, the fourth manager said that recognising staff for their good organisational work may encourage them the most. This shows that managers have varied ideas about inspiring and encouraging staff to perform better.       

5. Does the organisation currently use any form of motivating strategy? If so, what is it?

Performance recognition is in place, according to the first manager. The second manager claims that such a tactic has never been used to motivate firm personnel. The third manager stated that the organisation uses recognition to inspire personnel. Here, the organisation emphasises appreciation above rewards. Mental fulfilment and encouragement are crucial, but money also motivates workers. The fourth manager claimed this company's management groups don't work together to inspire personnel. The fifth manager said that the organisation has a reward system, but it is not well implemented. After reviewing the responses, the organisation does not currently use such a motivating method to retain staff.           

6. What are your thoughts on the use of motivating techniques in order to enhance their capacity for retention?

One of the most crucial questions in this collection. Managers must share their views on motivating techniques. According to the first manager, the organisation does not require motivating techniques to enhance retention. The second manager counters that motivating techniques will increase retention. The fourth manager also claimed that motivating approaches and retention are unrelated. Therefore, the organisation does not need to use motivating techniques to enhance retention. In this scenario, the fifth management suggested that the organisation needed to use diverse incentive tactics to enhance retention.     

7. Which methods may be used to instil a sense of motivation in the staff members of your organisation?  

The first manager stated that inadequate management communication and employee interaction are major causes of staff turnover. According to the first manager, managers' communication abilities may help retain personnel. This company's retention power may grow if those difficulties are remedied. However, the third management said each employee had too much work. Workload may be shared among workers to boost business retention. If burden is less than work, quality will rise and people will work better. The fourth manager believes hiring additional workers may boost productivity. Thus, it may boost business retention. Contrary to these statements, the fifth manager suggested supervisors may be taught in behavioural training to engage with workers appropriately. One technique to boost business retention is this.               

[bookmark: _Toc154736290]4.3 Theme analysis

[bookmark: _Toc154736291]4.3.1The training of superiors has the potential to increase employee retention with the company.

According to Holmberg et al. (2017), firm leaders should be well-trained to handle organisational difficulties to increase staff retention. If an organisation has staff retention issues, the higher authority must address them promptly. Thus, bosses must be taught in staff retention strategies. According to Holmberg et al. (2017), superior responsibility must increase. Superiors also contribute to poor firm retention. First, supervisors must be educated to accept responsibility and act. Additionally, superiors and workers communicate directly, therefore superior conduct affects employees. Training on behavioural changes is crucial for retention. Training the superior is one of the most critical things a company can do to improve retention. As shown in primary study, Premier Inn Hotel managers lack excellent training and motivation.    

[bookmark: _Toc154736292]4.3.2 Enhanced communication has the potential to encourage workers.

Discover the groundbreaking insights of Sanders and Yang (2016) as they unveil the power of interactive communication, a revolutionary approach that holds the key to effectively tackling problems. Unlock the secret to unparalleled retention power by embarking on a journey of corporate self-discovery. Illuminate the path to success by identifying the very essence of your organization's main challenge. Unlock the power of seamless employee contact to effortlessly conquer communication challenges. Discover the groundbreaking insights of Sanders and Yang (2016) as they unveil the secret behind employee retention. Prepare to be enlightened as they reveal that workers, driven by their innate desire for growth and fulfilment, embark on a journey away from a firm only when faced with a formidable problem. Fear not, for there is a beacon of hope! Enter the realm of visionary managers who possess the art of effective communication and the unwavering commitment to resolve these issues. Witness the transformative power of their efforts as they not only retain their valuable workforce but also inspire them to reach new heights of productivity and loyalty. Brace yourself for a paradigm shift as you delve into the world of managerial excellence and witness the remarkable impact it can have on your organisation. Discover the secret to unlocking your true potential at work. While your supervisors and colleagues play a crucial role in your success, ineffective communication can hinder your progress. Don't let this obstacle stand in your way - empower yourself to overcome any challenge that comes your way. Unlock the power of continuous and engaging communication to ignite motivation and foster highly efficient relationships with your valuable workforce. Experience the transformative power of enhanced communication skills and witness your company's employability soar to new heights. With improved communication, your organisation will radiate professionalism, efficiency, and effectiveness, setting you apart from the competition. Elevate your business's potential and unlock a world of opportunities by investing in the invaluable asset of enhanced communication. Discover the groundbreaking proposition put forth by Sanders and Yang (2016) - a revelation that will forever change the way we perceive the dynamics of business retention and recruiting. Prepare to be captivated as they unveil the notion that these two facets are of equal significance, igniting a paradigm shift in the corporate landscape. Brace yourself for a journey of enlightenment as you delve into the remarkable insights presented by these visionary thinkers. Discover the incredible potential of interactive communication technology as a powerful tool to empower Premier Inn Hotel's dedicated staff. Managers have revealed that, based on primary research, this innovative solution has the ability to revolutionise the way the hotel encourages and supports its team members.    

[bookmark: _Toc154736293]4.3.3 Employee retention may be improved by creating a work environment that is both satisfying and inspiring.

According to Jerome (2013), all workers desire a decent and stimulating workplace to assist them finish their task on time. However, mental happiness helps employees operate more effectively and achieve organisational goals. However, in terms of retention, an employee would remain longer if it has a good, stimulating workplace where it can operate effectively. Jerome (2013) believes that if workers are mentally satisfied, they can handle any task. Motivating environments also help individuals do tasks properly. If a firm wants to boost retention, it must improve its working environment and make it inspiring and satisfying. In primary study, workers said Premier Inn Hotel lacked a stimulating and fulfilling work environment.     

[bookmark: _Toc154736294]4.3.4 Experience the power of unity to ignite the motivation of your employees.

Discover the remarkable findings of Dusek et al. (2015), who reveal the transformative power of motivation in retaining your invaluable staff. Discover the incredible power of motivation! When supervisors and co-workers come together to inspire an employee to tackle even the toughest of tasks, something truly remarkable happens. Not only does the individual rise to the challenge at hand, but they also unlock a newfound motivation that will propel them to conquer future obstacles with unwavering determination. Witness the transformative effects of a supportive and encouraging work environment, where motivation becomes the driving force behind unparalleled success. Attention, managers! It is of utmost importance to consistently remind your esteemed workforce that they are not just individuals, but an unstoppable team. By fostering a sense of unity and collaboration, you have the power to ignite their passion and drive. Together, let us embark on a journey of inspiration and achievement! Discover the undeniable truth: labour or position discrimination is unequivocally wrong. Discover the transformative power of collaboration, as highlighted by the esteemed Jerome (2013). Unleash the untapped potential within your workforce, igniting a newfound motivation that propels your organisation to unprecedented heights. Embrace the art of collaboration and witness the remarkable results it can yield. Unlock the true potential of your organisation by fostering a sense of unity and camaraderie among your dedicated workforces. Together, they will harness their collective strength and channel it towards accomplishing tasks with unwavering determination and unparalleled excellence. Discover the untapped potential within your organisation by addressing the critical issue of personnel disunity. Companies that fail to unite their workforce not only suffer from poor retention rates but also struggle to maintain high levels of motivation. Don't let this obstacle hinder your success any longer. Take action now and unlock the power of a united team. Experience the power of teamwork in simplifying tasks and unlocking insights into the world of professional careers (Sanders and Yang, 2016). Discover the fascinating insights gleaned from the interview component of our groundbreaking primary study. A select few managers have expressed their concerns regarding the training of Premier Inn Hotel managers, suggesting that there may be room for improvement in fostering a cohesive team dynamic. These valuable insights shed light on the potential impact on employee retention, highlighting the importance of unity within the organisation.       
[bookmark: _Toc154736295]Chapter 5 Concluding and Prospects for Future Research
 
[bookmark: _Toc154736296]5.1 Overview of Principal Discoveries
 
This research included a thorough examination of various leadership styles and their significant impact on the performance of employees. In this study, an analysis was conducted on five notable leadership styles, namely transformational, transactional, servant, genuine, and situational leadership. 
 
The concept of transformational leadership has continuously shown a good correlation with employee performance results. The phenomenon resulted in heightened levels of work satisfaction, motivation, inventiveness, and overall job performance. The revolutionary power of this technique is shown by case studies such as those of Steve Jobs and Mayo Clinic.
 
Transactional leadership has been shown to have a good impact on employee task performance in situations when adherence to established processes and standards is necessary. This leadership style does this by using contingent incentives and setting clear expectations for employees. One such instance is to the leadership shown by Henry Ford within the industrial sector.

Servant leadership, which is distinguished by its emphasis on empathy and empowerment, has been shown to have a good influence on employee performance in several aspects such as organisational citizenship behaviours, work satisfaction, and commitment. The leadership shown by Herb Kelleher at Southwest Airlines exemplified the efficacy of this leadership approach.
 
Authentic leadership, which places emphasis on transparency and moral integrity, has been shown to be positively correlated with enhanced levels of employee work satisfaction, commitment, and trust. The influence of honest leadership was shown by Howard Schultz's leadership at Starbucks.
 
The success of situational leadership is contingent upon the specific setting and the level of preparation shown by workers. Leaders with extensive experience who demonstrated the ability to modify their leadership approach in response to changing circumstances had greater effectiveness in improving employee performance. The implementation of situational leadership was shown by NASA's Mission Control Centre.
 
[bookmark: _Toc154736297]5.2 Introducing the Remarkable Contributions to the Vast Realm of Knowledge
 
Discover the remarkable contributions of this groundbreaking study to the ever-expanding realm of knowledge. Prepare to embark on a journey that delves deep into the intricate world of leadership styles and their profound impact on employee performance. Brace yourself for a riveting exploration that combines empirical data and captivating case studies, unravelling the intricate web of connections between leadership styles and the outcomes they yield for employees. Prepare to be enlightened like never before.

Discover the captivating study that delves into the intricate world of correlations. Unveiling the hidden forces at play, this research highlights the pivotal role of mediating and moderating elements. Brace yourself for a fascinating exploration of the influential factors, such as the enchanting realm of organisational culture, the driving force of employee motivation, the wisdom gained from leadership experience, and the harmonious dance of team dynamics. Prepare to be captivated by the intricate web of connections that shape our understanding of the correlations mentioned.
 
[bookmark: _Toc154736298]5.3 Constraints and Opportunities for Enhancement
 
Although this research offers useful insights, it is not exempt from several limitations:
The chosen study design, which incorporates both quantitative and qualitative approaches, may include inherent biases and limitations that relate to the reliance on self-reporting. The generalizability of the research can be constrained because of the inclusion of certain industries and cultural situations within the sample.

The case studies provided serve as instructive examples, but it is important to note that they do not include all potential situations and sectors in which various leadership styles might be implemented. Future research has the potential to overcome these constraints via the use of bigger and more varied samples, the implementation of longitudinal studies, and the examination of leadership within developing settings, such as remote work situations.
 
[bookmark: _Toc154736299]5.4 Prospects for Future Research
 
Unlock the potential of future research in the captivating realm of leadership and employee performance with these exhilarating avenues to explore. Based on the astounding results of this ground-breaking study, we wholeheartedly recommend delving into the following paths of inquiry. Brace yourself for a thrilling journey of discovery and innovation!
Discover the captivating realm of leadership styles and cultural settings and unlock the profound impact they have on the performance of employees. Delve into the intricate web of connections that intertwine these elements, as we embark on a journey to unravel the secrets behind their interplay. Join us as we explore the fascinating relationship between leadership styles and cultural settings and gain invaluable insights into how they shape the performance of individuals within organisations. Prepare to be enlightened as we delve into the depths of this captivating study, where knowledge awaits to be uncovered.
 
Unlock the secrets of exceptional leadership! Embark on a transformative journey through the realm of longitudinal research, where the enduring impact of diverse leadership styles on employee performance and organisational results awaits discovery. Uncover invaluable insights that will revolutionise your understanding of effective leadership and propel your organisation to unprecedented heights. Don't settle for mediocrity - embrace the power of knowledge and elevate your leadership game today!
 
Discover the Power of Hybrid Leadership Styles: Unveiling the Effectiveness of Integrating Diverse Approaches in Leadership
Unlock the secrets to maximising employee performance in remote work environments through a comprehensive analysis of the profound influence of leadership styles. Discover the key to unleashing your team's full potential and achieving unprecedented success in the digital era.
Introducing "Examining Employee-Centric Leadership: An Exploration of Leadership Approaches that Prioritise Employee Well-being and Work-Life Balance, with a Special Emphasis on Mental Health and Employee Satisfaction."
 
Immerse yourself in a world of knowledge and unlock the secrets of effective leadership styles. This ground-breaking research delves deep into the impact these styles have on employee performance, offering invaluable insights for any organisational setting. Prepare to revolutionise you’re understanding and gain practical wisdom that can be applied directly to real-world situations. Experience the dynamic evolution of leadership as it adapts to the ever-changing workplace landscape. These remarkable results not only highlight the need for further exploration but also ignite a spark for ground-breaking advancements in leadership theory and practice. Get ready to witness the future of leadership unfold before your eyes.
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