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[bookmark: _Toc134470659]Chapter 1: Dissertation Proposal
Research aim mainly focuses on long term project outcomes and according to the research aim, research objectives focus on immediate short-term outcome in which objectives are written as a numbered list (Tranfield et al., 2003). Research aim is presented through short paragraph or sentence and will address specifically what needs to be analysed. 
[bookmark: _Toc134470660]Aim of the study
The aim of this dissertation proposal is to investigate the impact of leadership style in the human resource management practice of the organisation and for organisation The White Company London has been chosen. Mainly this research study will focus on the leadership style that positively and negatively impacts on the implementation of human resource policies, procedures and employee satisfaction. 
[bookmark: _Toc134470661]Objective of the study
Objectives of this dissertation proposal have been formulated by considering the aim that stated above. The objectives are:
· To identify the leadership and management style implemented by the White Company London in its human resource management practice. 
· To identify the relationship between leadership style and employee retention or turnover rate. 
· To assess the effectiveness of adopted leadership and management style of White Company London.
[bookmark: _Toc134470662]Research question of the study
1. Which leadership and management style has been adopted by White Company London for its human resource management practice?
2. What are the impacts of leadership approach on human resource on their performance? 
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[bookmark: _Toc134470663]Chapter 2: Literature Review
Leadership style is an important practical and theoretical concept that extensively study about management system and organisational behaviour with employee’s performance level (Avolio, and Yammarino, 2013). According to Northouse (2015), Leadership is a process whereby an individual influences a group of individuals to achieve a common goal. The effectiveness of leadership style significantly impacts organisational performance and success in achieving goals and objectives. In this literature review the aspects of leadership style in general, different authors saying and statement about leadership style, theories of leadership are discussed. After that, the human resource management practice in general with authors writings have been presented with in-text citation.
[bookmark: _Toc134470664]Definitions and aspects of leadership and HRM practices
Firstly, according to Jayawickreme, Zachry, and Fleeson, (2019) there are five different basic dimensions of personality which are known as big five like openness, conscientiousness, extraversion, agreeableness, and lastly neuroticism and also stated that each individual has unique set of traits that impact their activities. There are several theories that are introduced by scholars and they had proposed different models to make them understand what make a good leader. Some common theories that are used in leadership are trait theory, behavioral theory, situational theory, transformational theory, servant leadership theory, authentic leadership theory and contingency theory (Osborn et al., 2002).
Secondly, a research study conducted by Harrison, and Harrison, (2018) on behavioral theory founded that the principles of behavioral theory include reinforcement, punishment, and extinction and includes classical conditioning, operant conditioning and observational learning.
Thirdly, according to Squires, (2018) and Northouse (2016), leaders must adapt their behaviors and decision-making styles to fit the demands of different situations and the concept of task and relationship-oriented leadership acts as a key components of situational leadership theory. Another theory of leadership has been introduced by Fred Fiedler known as contingency theory referred that the effectiveness of a leader depends on the degree of match between the leader's style and the favorableness of the situation and the favorableness of the situation is determined by three key factors: leader-member relations, task structure, and position power (Fiedler, 2006).
Walumbwa, Avolio, Gardner, Wernsing, and Peterson, (2008) wrote about authentic leadership theory and founded that authentic leadership was positively associated with employee job satisfaction, commitments and overall wellbeing. And Avolio, and Gardner, (2005) suggested that authentic leadership may enhance employee engagement and productivity by fostering a positive organizational culture and promoting ethical behavior.
According to Bass and Riggio (2006), leaders who provide their employees and followers a clear sense of purpose, direction, and has the ability to create a shared vision of future are known as transformational leaders. Transformational leaders create a positive impact on employee’s job satisfaction, commitment and loyalty, and performance level with innovation and creativity (Bass and Riggio, 2006). Similar to the above, according to James MacGregor Burns (1978), transformational leaders are those who inspire and motivate their followers to achieve higher levels of performance by appealing to their values, needs, and aspirations. These leaders are able to create a sense of purpose and meaning among their followers by communicating a clear and compelling vision of the future. According to M. Audrey Korsgaard, Robyn M. Dawley, and Paul Hanges (2017), transformational leaders are those who stimulate their followers to be creative and innovative, and to challenge the status quo. These leaders inspire their followers to think beyond the boundaries of their current situation and to develop new solutions to problems. They also provide their followers with the support and resources they need to be successful in achieving their goals.
According to Avolio and Bass (2001), transactional leaders are those who motivate subordinates through rewards and punishment for linking with high level of performance and organisational commitment. According to Liden, Wayne, Zhao, and Henderson, (2008) autocratic leadership style formulated their own decision and expect subordinates to follow those decisions and this style has been linked with low job satisfaction, commitment, and productivity.  In another article Chaudhry, and Javed, (2012) have discussed about transactional and laissez faire leadership in which delegation of authority and participation based decision making authority has been provided by laissez faire leadership. And according to these writers laissez faire leadership provides little guidance that resulted in lower level of employee satisfaction, employee engagement and loyalty towards the organisation (Chaudhry, and Javed, 2012). The concept of servant leadership has been introduced by Greenleaf in 1970, that emphasise on ethical spiritual, and communal values and has service oriented or knowledge-based leadership practice (Winston, 2022).
Research that was conducted by Becker, and Huselid (2006) stated that there exists relationship between high performance work practice with human resource management activities. In another paper written by Carberry and Baldwin (2012) found out that small businesses that have a well-developed SHRM strategy are more likely to have high levels of employee commitment and satisfaction, which in turn leads to improved firm performance.
[bookmark: _Toc134470665]The relationship between leadership and HRM practices
One of the main impacts of leadership on human resource is its effect on employee motivation and job satisfaction. Similarly, a meta-analysis by Judge and Bono (2001) found that transformational leadership, which involves inspiring and empowering followers to achieve their potential, is positively related to job satisfaction.
Another key impact of leadership on human resource is its effect on employee engagement and commitment. Research by Saks and Gruman (2014) found that leaders who demonstrate transformational leadership behaviors, such as providing intellectual stimulation and individualized consideration, can significantly increase employee engagement and commitment. In addition, a study by Lee et al. (2018) found that ethical leadership, which involves promoting fairness, honesty, and responsibility, can enhance employee commitment by increasing their trust in the organization and its leaders.
Leadership also has a significant impact on employee performance and productivity. A study by Avolio, Zhu, Koh, and Bhatia (2004) found that transformational leadership is positively related to employee performance, while a study by Wang and Huang (2017) found that empowering leadership, which involves delegating decision-making authority to employees, can increase their productivity.
In conclusion, the literature suggests that leadership has a significant impact on human resource outcomes such as motivation, job satisfaction, engagement, commitment, and performance. Effective leadership can enhance these outcomes by providing meaningful work, autonomy, recognition, intellectual stimulation, individualized consideration, ethical behavior, and empowering decision-making authority to employees.
[bookmark: _Toc134470666]The gap
It is unclear if the correlation between LDS and HRM procedures at the chosen firm is consistent with what was found in the research. Therefore, the purpose of our research is to fill that need.














[bookmark: _Toc134470667]Chapter 3: Research Methodology
Research methodology is the specific techniques and procedures that individual follows for identification, analysis, and selecting relevant information about the research topic. A research methodology allows readers and teachers to evaluate the reliability and validity of a particular research and all the associated assumptions or associated background analysis also structured the whole process that increase the acceptance (Awang, 2012). 
[bookmark: _Toc134458180][bookmark: _Toc134470668]Research Philosophy
Positivism in research refers to a philosophy that places an emphasis on empirical data and dispassionate observation (Žukauskas et al., 2018). By taking a positivist stance, the researcher may make sure their study of how leadership influences HRM practices in organizations is based on solid evidence. This strategy can improve the study's credibility and validity by helping researchers better grasp the interdependencies among their variables. Additionally, a positivist strategy can aid in reducing bias and subjectivity, resulting in more unbiased and fact-based conclusions. In the end, a more rigorous and trustworthy study on leadership and HRM practices can be conducted by adopting positivism as a research philosophy.
[bookmark: _Toc134470669]Research design
The research that will be used in this research study is descriptive research design that will allow individual to give a description about the phenomenon or characteristics that are being studied (Abbott and McKinney, 2013). This research design provides an insight into how and why the research will be studied. 
[bookmark: _Toc134470670]Data collection method
The practices of LDS and HRM are relevant to the data that will be collected. The data collection method will be used with a combination of primary and secondary data. For primary data collection survey approach will be used in which employees will be sent a questionnaire through email or Google forms will be used (De Leeuw, 2012). Through this survey employee can express their perception about adopted leadership style and human resource management practices in the White Company London. For secondary data online journals, articles, books, newspapers and annual report of White Company London will be reviewed. 
[bookmark: _Toc134470671]Data analysis method
The data that has been collected through primary and secondary data collection method will be analyzed by using quantitative data analysis method. Graphs, charts, and diagrams will be used in which employee’s opinions and perception about leadership style and its impact on human resource management will be presented (Wilson, 2014). 
[bookmark: _Toc134470672]Expected outcome
The expectation of this research study is to provide an insight into the impact of leadership style on human resource management of White Company London and along with this some recommendations have been given that will help human resource to improve human resource practices inside the organisation with employee satisfaction.
[bookmark: _Toc134470673]Gantt Chart
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	Development of the results and discussion
	
	
	
	
	
	
	

	Proofreading and submission
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