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1. [bookmark: _Toc216104806]Introduction
At Ingeus Restart, leadership transcends traditional organisational oversight; it is a deeply human practice that shapes motivation, resilience, and the transformative support offered to participants. Employees do more than execute procedural tasks they restore confidence in individuals long excluded from the labour market, provide stability amid complex personal challenges, and empower participants to reclaim their lives. The sustainability of this life-changing work relies on leadership that inspires, supports, and values staff.
Leadership quality directly impacts employee satisfaction, which in turn underpins empathy, consistency, and perseverance in service delivery (Harter et al., 2002). When employees feel recognised, supported, and encouraged to grow, they are better able to engage compassionately and resiliently with participants. In contrast, inconsistent or distant leadership can erode morale, trust, and ultimately service quality.
This study examines the relationship between leadership styles and employee satisfaction at Ingeus Restart, recognising its centrality to staff wellbeing, organisational cohesion, and the broader mission of enabling sustainable employment.
[bookmark: _Toc216104807]2. Background and Rationale
Employee satisfaction is a critical determinant of organisational performance, influencing morale, retention, productivity, and service outcomes (Judge et al., 2001). In people-centred organisations like Ingeus Restart, its impact is heightened: satisfied employees provide consistent, resilient, and trust-building support that drives participant transformation.
The Restart environment is characterised by high caseloads, evolving contractual demands, and time-sensitive performance targets. In such contexts, leadership is pivotal. Effective leaders help employees find purpose, manage pressure, and sustain motivation, while poor leadership risks increasing stress, reducing trust, and contributing to burnout (Bass & Riggio, 2006).
[bookmark: _Toc216104808]2.1. Leadership and Employee Satisfaction on Stakeholder Impact  
The relationship between leadership styles and employee satisfaction extends beyond internal dynamics at Ingeus Restart; it directly shapes the experiences of key stakeholders, including programme participants, partner organisations, and local communities. When employees feel supported and valued by transformational leadership, they demonstrate higher empathy, consistency, and commitment qualities essential for delivering meaningful support to those facing long-term unemployment (Bass & Riggio, 2006; Harter et al., 2002). Conversely, ineffective or disengaged leadership can reduce staff morale and weaken service quality, ultimately diminishing participant outcomes and stakeholder trust (Yukl, 2019). Strong leadership therefore becomes a catalyst for broader social and organisational impact.
[bookmark: _Toc216104809]3. Theoretical Framework

[bookmark: _Toc216104810]3.1 Leadership and Organisational Importance
Leadership involves influencing individuals to achieve collective goals (Northouse, 2021). Strong leadership cultivates trust, psychological safety, and professional growth—factors fundamental to employee satisfaction. In human-centred environments like Ingeus Restart, leadership also shapes emotional resilience, role clarity, and team cohesion. Poor leadership, by contrast, is associated with disengagement, stress, and higher turnover (Yukl, 2019).
[bookmark: _Toc216104811]3.2 Employee Satisfaction
Employee satisfaction refers to an individual’s emotional and evaluative response to their job (Locke, 1976). It includes perceptions of leadership support, recognition, autonomy, expectations, and development opportunities. This research consistently connects satisfaction to high performance, effective decision making, positive service delivery, and healthier organisational culture (Harter et al., 2002).
[bookmark: _Toc216104812]3.3 Leadership Styles
Transformational leaders inspire a shared vision, empower staff, and encourage intellectual growth (Bass, 1990). This style enhances trust, motivation, and job satisfaction (García-Morales et al., 2012). For Ingeus Restart, transformational leadership is particularly valuable for nurturing resilience and purpose among those supporting vulnerable participants.
Transactional leadership emphasizes structure, expectations, and reward systems (Burns, 1978). While effective for maintaining consistency and meeting regulatory expectations, this style may not fulfil employees’ emotional or developmental needs when used alone (Judge & Piccolo, 2004).
Laissez-faire leadership involves limited guidance or involvement. Although autonomy can be beneficial, sustained managerial absence often leads to uncertainty and dissatisfaction (Skogstad et al., 2007). In the operationally complex Restart environment, this style can hinder clarity and confidence.
[bookmark: _Toc216104813]4. Research Problem and Gap
The existing literature highlights clear connections between leadership and employee satisfaction, yet several important gaps remain particularly in relation to the Ingeus Restart programme. Research focused specifically on leadership practices within the UK welfare-to-work sector is notably limited, leaving a lack of nuanced understanding of how leadership operates in this unique environment. Moreover, the lived experiences of frontline employees, who are central to delivering Restart services, have received little attention, resulting in an incomplete picture of how leadership behaviours shape everyday practice. There is also a shortage of organisation-specific evidence that speaks directly to Ingeus Restart, meaning that broader findings may not capture its organisational culture, challenges, or operational realities. Additionally, few studies employ mixed method approaches that integrate quantitative analysis with rich qualitative insight. This study aims to fill these gaps by examining leadership through both measurable indicators and the personal narratives of those working within Ingeus Restart.
[bookmark: _Toc216104814]5. Research Aim, Objectives, and Questions
Aim 
The aim of this study is to examine how different leadership styles influence employee satisfaction at Ingeus Restart. It seeks to determine which approaches most effectively support staff wellbeing, motivation, and organisational performance. This research intends to highlight leadership practices that foster a positive work environment and contribute to improved overall employee experiences.
Objectives 
The study aims to analyse the effects of transformational, transactional, and laissez-faire leadership on employee satisfaction while exploring how staff perceive current leadership behaviours. It also seeks to identify organisational factors that shape the leadership–satisfaction relationship and provide evidence-based recommendations to enhance leadership effectiveness, workforce wellbeing, and overall organisational outcomes.



Research Questions
How do different leadership styles influence employee satisfaction at Ingeus Restart?
How do employees perceive existing leadership practices?
What contextual factors affect leadership and satisfaction?
Which leadership behaviors should be prioritized to enhance wellbeing and performance?
[bookmark: _Toc216104815]6. Methodology

[bookmark: _Toc216104816]6.1 Research Philosophy
A pragmatic philosophy is adopted, recognizing leadership as both measurable and deeply human. This allows for the integration of quantitative patterns with qualitative insights to develop a complete understanding of employee experience.
[bookmark: _Toc216104817]6.2 Research Design
A mixed-methods design will be used:
	Method
	Purpose

	Quantitative survey (30 employees)
	Identify trends in leadership style and satisfaction

	Qualitative interviews (5 employees)
	Explore deeper emotional and contextual insight



[bookmark: _Toc216104818]6.3 Population and Sampling

The study targeted frontline advisers, operational staff, and managers as the population. A convenience sample of 30 individuals completed the survey, while a purposive sample of 5 participants took part in interviews to provide deeper insights.
[bookmark: _Toc216104819]6.4 Data Collection

Data were gathered using digital surveys administered through Microsoft Forms, alongside semi-structured interviews conducted on Microsoft Teams, which were recorded with participants’ consent.
[bookmark: _Toc216104820]6.5 Instruments

The research used the Multifactor Leadership Questionnaire (MLQ) and the Job Satisfaction Survey (JSS) for quantitative measurement, complemented by an interview schedule designed to explore participants’ experiences of leadership.
[bookmark: _Toc216104821]6.6 Data Analysis

Quantitative data were analysed using SPSS to generate descriptive statistics and correlations. Qualitative interview data were examined through thematic analysis following Braun and Clarke’s (2006) framework.
[bookmark: _Toc216104822]6.7 Ethical Considerations

Ethical procedures included obtaining informed consent, ensuring confidentiality and anonymity, storing data in a GDPR-compliant manner, and emphasising that participation was voluntary.
[bookmark: _Toc216104823]6.8 Limitations

Main limitations of the study include a small sample size, restricted time for data collection and analysis, and the possibility of respondent bias influencing the findings.
1. Top of Form
Bottom of Form
[bookmark: _Toc216104824][bookmark: _Hlk215959228]7. Key Leadership Priorities and Intervention Plan 
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Priority 1 – Strengthen Transformational Leadership
Ingeus will cultivate leaders who inspire, empower, and support staff. Managers will clearly communicate the vision behind targets, coach and mentor consistently across teams, recognize achievements authentically, and champion staff creativity without claiming credit. This approach will boost motivation, service quality, and emotional commitment.
Priority 2 – Balance Performance with Support
Restart will ensure KPIs are framed as meaningful objectives, not pressure points. Leaders will establish regular feedback channels, consistently apply rewards and corrective measures, and provide relational support. This balance will clarify expectations while enhancing psychological safety.
Priority 3 – Increase Managerial Presence and Clarity
To reduce ambiguity, managers will hold weekly structured check-ins, create dedicated guidance windows, and receive training on setting boundaries and providing clear direction. This will strengthen frontline support and build staff confidence in leadership.
Priority 4 – Build a Culture of Communication and Recognition
Across all departments, communication and recognition will be prioritized. Monthly “Spotlight on Success,” peer-to-peer recognition, psychological safety training, and appreciative inquiry during one-to-ones will deepen trust, strengthen relationships, and improve team cohesion.
Priority 5 – Advance Leadership Capability
Leadership development will be continuous, practical, and tailored. Quarterly CPD on coaching, emotional intelligence, and conflict resolution, leadership shadowing, and scenario-based workshops will equip managers to lead effectively and support staff consistently.
Expected Impact: More capable leaders, clear succession pipeline, better consistency across teams.

[bookmark: _Toc216104825]Leadership Intervention Plan Tailored for Ingeus Restart

[bookmark: _Toc216104826]Visual Infographic Summary of Findings
A practical, evidence-based improvement framework aligned with organisational values, staff needs, and Restart delivery expectations
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[bookmark: _Toc216104827]Purpose of the Intervention Plan
This intervention plan aims to strengthen leadership capability at Ingeus Restart by embedding behaviours that enhance employee satisfaction, wellbeing, and performance. It translates the research findings into concrete organisational actions that address several key priorities.
It focuses on improving leadership consistency, so employees experience reliable, stable, and predictable guidance across teams and situations.
It seeks to increase employee engagement and morale by creating an environment where individuals feel valued, supported, and motivated in their roles.
It aims to reduce stress, burnout, and ambiguity by clarifying expectations, improving communication, and ensuring leaders have the tools to support staff effectively.
It supports high-quality service delivery by equipping leaders with the skills and behaviours needed to enable teams to perform at their best.
It does assist the building of a positive and resilient organisational culture where trust, collaboration, and wellbeing are central to the organisation operations.
[bookmark: _Toc216104828]7.2 Implementation Roadmap
	Phase
	Timescale
	Key Activities

	Phase 1: Launch & Awareness
	Month 1
	Communicate new plan, run baseline survey, brief managers

	Phase 2: Training & Coaching
	Months 1 and 2
	Leadership workshops, coaching clinics, recognition programme launch

	Phase 3: Embedding Practice
	Months 2 and 3
	Check-ins, leadership shadowing, feedback loops

	Phase 4: Review & Evaluate
	End of Month 3
	Analyse progress, refine plan, share outcomes



[bookmark: _Toc216104829] Key Performance Indicators (KPIs)
Increase in employee satisfaction scores
Employee satisfaction scores are expected to rise as staff feel more supported, valued, and engaged in their roles.
Reduction in stress or burnout indicators
With targeted interventions, stress levels and burnout indicators should decrease, helping employees maintain better wellbeing and work–life balance.
Higher participation in recognition and feedback initiatives
Participation in recognition and feedback activities is likely to grow as staff become more comfortable sharing their experiences and celebrating achievements.
Improved staff retention
As workplace culture strengthens and support improves, staff retention rates should increase, reducing turnover and preserving organisational knowledge.
More consistent leadership behaviours across teams
Leaders across teams are expected to demonstrate more consistent behaviours that promote clarity, fairness, and strong communication.
Expected Outcomes for Ingeus Restart
A more motivated and resilient workforce
The intervention plan will help build a workforce that is motivated, resilient, and better equipped to handle challenges.
Greater clarity and communication across teams
Teams will benefit from clearer communication pathways, ensuring better understanding, alignment, and collaboration.
Improved performance outcomes for Restart participants
Enhanced staff capability and engagement will lead to stronger performance outcomes for Restart programme participants.
Stronger organisational culture and trust
The organisation will experience a more cohesive culture grounded in trust, respect, and shared purpose.
Leadership behaviours that align with Ingeus values and mission
Leaders will demonstrate behaviours that align closely with Ingeus’ values and mission, reinforcing a positive and purpose-driven environment.
[bookmark: _Toc216104830]8. Timeline and Gantt Chart
Month 1: Literature review, instrument design, ethics
Month 2: Survey and interviews
Month 3: Analysis and report writing
Timeline Summary
	Month
	Activity

	Month 1
	Literature review, instrument design, ethics approval

	Month 2
	Data collection – surveys and interviews

	Month 3
	Data analysis, discussion, final report writing



GANTT CHART
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[bookmark: _Toc216104831]9. Expected Contributions to Ingeus Restart
 This research shows how powerful good leadership can be: when leaders act with empathy, clarity and support, they don’t just manage they spark real job satisfaction, motivation and wellbeing. Studies consistently show that leadership behaviour “transformational” or “inclusive” styles that build trust, empower staff and foster psychological safety leads to stronger engagement, better performance and higher overall workplace wellbeing. embracing transformational and inclusive practices significantly boost wellbeing, motivation, and team cohesion (BMC Psychology, 2024) 
At Ingeus Restart, this means investing in leadership isn’t optional it’s the foundation for a workforce that feels valued, energised and ready to deliver consistently excellent service.
[bookmark: _Toc216104832]10. Conclusion
This research proposal is grounded in a central conviction that leadership extends far beyond the administration of tasks; it is a transformative force that shapes employee experiences, fosters organisational resilience, and ultimately enhances the value delivered to stakeholders. Within Ingeus Restart where staff work with commitment and compassion to empower individuals facing complex barriers the influence of leadership is particularly profound. Leadership quality not only affects operational effectiveness but also reinforces the emotional wellbeing, motivation, and sense of purpose that underpin high-quality employability support.
By investigating in the relationship between leadership styles and employee satisfaction, this study aims to contribute rigorous, actionable insights that can guide the development of a more empowering and inclusive leadership culture. Such insights have the potential to strengthen staff morale, elevate performance, and cultivate a workplace where employees feel supported, valued, and inspired in their mission-driven roles. Ultimately, the outcomes of this research may inform leadership practices that enhance organisational cohesion, improve service delivery, and deepen the positive impact that Ingeus Restart provides to participants, communities, and wider stakeholders.
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