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Abstract:
It is important to include effective leadership to support staff, promote motivation and willingness to embrace change, innovation, and adapting to evolve for organisations to learn from failed digital transformation projects and from other organisations that have successfully transformed. This allows organisations to avoid making same mistakes in future via investigating other contributing factors like leadership styles, organisational climate and structure, personal self-report factors and characteristics of organisational environment to manage conflict and change. It is important for Human Resource (HR) and leaders to provide easy access to effective support system to confidently address their concerns and provide a supportive, effective solution to improve workforce satisfaction and enhance confidence in their organisation. 


In fact, with preparation and communication, many disasters can be prevented and provide opportunities in return instead via introducing coping strategies, supportive behaviours, clear communication to ensure healthy mental health and well-being. This shows strategies are developed to implement hybrid staff in future, enhance performance levels and adapt to market uncertainty. This is achieved via developing appropriate conditions, strategies, resources in company that allow staff to achieve digital skills, have access to relevant knowledge and expertise base. Further research must investigate multi-disciplinary and multi-theoretical perspectives about effect of AI capabilities framework on staff, managers, HRM processes, and organisational productivity to assess whether they influence digitalisation systems in their workplace.



1) Chapter One: Introduction
Most effective leadership styles
According to Cherry (2024), Regan (2022), Saeed et al (2014), amongst most effective leadership styles is transformational leadership, which guides and encourages engagement, growth in the team, and increasing revenue in return. This process allows team to benefit from utilising their skills to their full potential as well as allowing them to prosper. The transactional leadership is where staff complete certain tasks for monetary compensation and follow orders via accepting team member positions. This type of leadership is best suited to supervision and direction-based situations with specific problem, where staff are aware of roles, responsibilities, expectations from leaders. 


The strategic leadership is leaders encouraging collective vision for success, work well in conflicting situations, and can implement best strategies to maintain sustainable competitiveness in business. This process requires adapting, risk assessing via utilising available resources to provide services efficiently and create strategies to enable businesses to succeed. The advantages are encouraging objective thinking, creating framework for strategic decisions, supporting unity, commitment, and providing clarity in tasks. The servant leadership is servant to team first before being leader, serving needs of their team above their own, which is referred to as leading by example for best results. The advantages are increased staff satisfaction, mutual respect, shared vision, trust, staff input for decision making and progression in supportive environment. 


Also, situational leadership is leaders being aware of many different leadership styles and are flexible to apply them as and when required. This leadership is understanding, staff-centred, supports diversity, inclusion, boosts productivity, encourages empathy, increases self-awareness, boosts morale, supportive environment, improves collaboration, and encourages critical thinking. The situational leadership is best suited to health sector, staff learning, development and project management. 


The inclusive leadership improves communication and team collaboration, which results in effective decision-making and efficient problem-solving. The advantages are it leads to various ideas, builds trust and increases job satisfaction. The democratic leadership is referred to as participative or shared leadership where staff partake in decision-making, which leads to increased productivity, staff contributions and staff morale. The advantages are problems are solved via staff deliberations, increased staff commitment, more job satisfaction, more innovation, more solutions, less absences, team cohesion and increased trust. This leadership is best suited to skilled and experienced staff who can contribute ideas and leaders decide best course of action.


Some skills that can be incorporated into effective leadership styles 
Amongst some skills incorporated into effective leadership styles is charismatic leadership, which values staff, communication, listening skills, and staff are motivated via challenging times to help stay focused to inspire transformation. The supportive leadership style ensures well-being where change is required. The pacesetting leadership style is where leaders set ambitious standards, expect staff to increase productivity levels to deliver high-quality results to meet collective goals, which is led by example. The visionary leadership referred to as affiliative leadership is suited to situations requiring big change or when staff are willing to follow leaders into unknown future, although leaders understand what direction company needs to proceed. The coaching leadership style is where leader identifies, nurtures individual strengths, encourages cohesive, successful teamwork, which is difficult leadership style. 


Least Effective Leadership Styles
The least effective leadership styles include micromanagement, where leaders supervise staff excessively, criticises how staff carry out tasks than explaining what needs completing by when. The authoritarian referred as autocratic leadership style is where leaders provide clear expectations of task, completion date and how to do it, which is focused on results, efficiency, and suited to military commanders. The Laissez-Faire referred to as delegative leadership style is where teams are not offered guidance and decision-making is left to staff, which is suited to qualified experts. The bureaucratic leadership is where manager manages according to policy procedures, which is suited to police officers who enforces rules. The consultative leadership style assumes staff has capability and knowledge to excel, welcomes input and makes final decision, which is time-consuming. The coercive leadership style is where decisions are made top to down hierarchy where staff must do what leaders says, which is suited to swift decision-making, corporate takeover or emergency, leaving detrimental effect on business. The commanding leadership referred to traditional leaders ‘taking charge’ approach, driven by results, gives orders and occasional disciplinary threats. 


Conclusion
Overall, these leadership styles show they work effectively via incorporating different styles required for different situations, which requires leaders to determine when to apply best approach. This is influenced by three factors like managers background of personality, knowledge, values, ethics and experiences. The second factor is staff being supervised are of all different personalities and backgrounds, thus, leadership style applied must bring about the best response. The third factor is company where tradition, values, philosophy and concerns determine managers actions. Therefore, best leadership depends on the field, collective company goals, leaders can apply their own leadership styles according to their own personality and work ethos, which will allow businesses and staff to progress. This corresponds with hypothesises by Kaur (2024).


Transformational leadership 
In relation to this, Homrig (2008, 2001), Paladan (2015), Saeed et al (2014) state managers must incorporate transformational and transactional leadership for developing skills training and effective human resource management (HRM). It is important to consider organisational climate and structure when managing conflict and further research must be broad to avoid bias and limitations, states Homrig (2008, 2001), Paladan (2015), Saeed et al (2014). Further research must explore issues regarding personality factors and characteristics of organisational environment, including public sector on broad level, whether, for profit and not for profit such as banking, telecommunications, education, to name a few. Thus, Homrig (2008, 2001), Paladan (2015), Saeed et al (2014), recommends implementing Bass model of leadership to determine the role leadership styles play in other cultural context to manage conflicts. Similarly, Paladan (2015) states for successful transformational leadership, the full-range theory is successful in determining effective leadership via incorporating transactional leadership because it is an integrative theory supported by practical research, which consists of five transformational leadership related behaviours. These include idealised influence called attributed charisma, that describes staff’s view of leader’s power, confidence, inspirational ideals, which shifts to global perspective to focus on company’s welfare, stated Paladan (2015). Secondly, idealised influence includes behavioural charisma, which includes leader behaviours that reveal their values, beliefs, ethical, moral values, vision as role model, in which power is utilised only when required and not for personal gain. Thus, displaying sense of power and confidence in managing business builds respect and pride in a reputable company. 


The third is inspirational motivation, which motivates staff to excel, results in enthusiasm and optimism, stated Paladan (2015). This shows transformational leadership practices include sharing, inspiring and reinforcing organisational vision, values, and belief. The fourth is intellectual stimulation, which encourages creativity, innovation and problem-solving to gain new outlooks, stated Paladan (2015). This includes right to fail and try new approaches without having their mistakes publicly criticised. This shows encouraging staff to look for new ways to finish tasks, analysing problems is best managed by staff via teaching, coaching, developing their strength. The fifth is individualised consideration, where leaders mentor, focus on individual needs for growth, achievement via listening, delegating tasks to develop staff, offer direction, support as and when required. 


Conclusion:
This shows it is important for businesses to develop understanding of various leadership styles and behaviours to achieve collective company goals, which corresponds with Kaur (2024) hypothesises.
2) Chapter Two: Literature Review 
Introduction:
Strategic Management 
In terms of strategic management, Susanto, et al. (2023) and Tanya Sammut-Bonnici (2015) defined strategic management as a set of various activities that can lead to formulation and implementation of plans, which achieve collective organisational goals. It is important for organisations to consider several factors like clear vision to outline long-term goals, which guides making business decisions, (Susanto et al 2023 and Tanya Sammut-Bonnici 2015). Also, it is crucial to consider external environmental factors like market trends, competition, government regulations to understand existing business conditions, opportunities, via SWOT analysis (Strengths, Weaknesses, Opportunities, Threats), (Susanto et al 2023 and Tanya Sammut-Bonnici 2015).


Therefore, Susanto, et al. (2023) and Tanya Sammut-Bonnici (2015) states that a business strategy must consider organisational resources such as premises, machinery, financial capital, human capital, and distribution networks effectively and efficiently, which can be combined and developed into capabilities, such as innovative technology products, reducing time to market, efficient distribution channels, retail outlets, marketing, and managing customer relationships for long-term brand loyalty. As a result, these are transformed into core competencies that are difficult to imitate and lead to continuous position of competitive advantage in the organisation. In relation to this, external macro-environment consists of factors that are beyond organisational control and require analysis to realign corporate and marketing strategy. Also, this shows businesses are affected by political, economic, social, or technological factors according to PEST analysis, legal, ecological, demographical, ethical, or regulatory aspects. 
Likewise, planning strategic activity helps to achieve company’s business-level, corporate-level, competitive, international, collaborative, and acquisition strategies. In addition, business-level strategy is focused on customer’s perspective, aims for leadership, product distinction and pricing policies to increase customer satisfaction. In terms of corporate-level strategy, companies widen their operational hierarchy from single business to collection of businesses that operate in international markets, especially those with strategic positioning of items and brand, (Susanto et al 2023, Tanya Sammut-Bonnici 2015). Also, Susanto, et al. (2023), Tanya Sammut-Bonnici (2015) state competitive level strategy focus on defending and protecting business resources, capabilities, core competences, which created its current competitive advantage. Also, reactive strategies preserve current core competences, proactive responses, which continue to develop business competences.


In addition, international level strategy is where products and businesses are assigned to different geographic regions and countries, whereas, international based corporations utilise three international strategies like national, global, and transnational. They also state national level strategy is established for all organisation’s operational country and is sensitive to national context and builds on knowledge of local competitive landscape. The global level strategy on the other hand refers to standardisation of products and processes across geographic boundaries, which are determined and coordinates national strategies into a similar format to reduce problems related to managing diverse markets, requiring less local responsiveness, and gain economies of scale. 


In addition, Susanto, et al. (2023), Tanya Sammut-Bonnici (2015) state transnational strategy is established for local orientation vision and operational infrastructure, which is common in different countries and requires substantial investment in infrastructure and managerial resources, such as HSBC bank. The collaboration strategy is based on competition and cooperation between business, competitors, suppliers, distributors, partners, and regulators, to develop larger markets, improve industry standards, spread costs of research, development, and increase consumer awareness to benefit organisations, states Susanto, et al. (2023) and Tanya Sammut-Bonnici (2015).


Additionally, business strategy must be implemented correctly by human resource (HR), which requires coordination and synergy between all parts of organisation, therefore, it is important for organisations to have tactical and operational planning that is structured and systematic to ensure successful execution of business strategies, (Susanto et al 2023 and Tanya Sammut-Bonnici 2015). To implement a successful strategy, it is also important to evaluate and monitor business strategies periodically, states Susanto, et al. (2023) and Tanya Sammut-Bonnici (2015). In this process, evaluation assesses whether implementing business strategy achieves objectives that have been set. 


Whereas, monitoring investigates the implementation of business strategies and improvements, which looks into whether there are any deviations or changes in operating conditions. The main reason behind failure of implanting a strategy is lack of practical model to base implementation without a good understanding of many factors that need to be considered simultaneously for successful implementation, stated Susanto, et al. (2023) and Tanya Sammut-Bonnici (2015). 
Conclusion:
Thus, successful strategic management depends on HR measuring data compared to existing indicators such as sales growth, survival in profitability levels, customer satisfaction, functional efficiency, innovation, performance levels, compliance with rules regulations, brand reputation, which also corresponds with Kaur (2024) hypothesises.


Change Management 
In correspondence to this, Oakland and Tanner (2007) states critical success factors for change management are becoming a project champion to listen to different ideas, recall and integrate those ideas, organise diverse groups of people assigned to the project, and communicate effectively with the managing director and executive leadership team. This includes being committed to managing change demonstrated by senior executives and project management with clear deliverable goals. Followed by implementing natural multi-teamwork process where the empowered cross-functional, multi-disciplinary teams tend to bring broader perspective and in-depth knowledge, innovation and integrated recommendations. This must include utilising consultants who have extensive knowledge in the industry because they provide mixed skills, team-based training, methodology to document findings and recommendations. This must support triggers for change, to prepare workforce for change to implement changes in the business. 


Similarly, Wang and Sun (2012) correspond with Oakland and Tanner (2007) and further state change management is a systematic and structured process of developing, implementing strategies and interventions for businesses transitioning from current state to desired state. In fact, change management manages incremental change referred to as first order change, and transformational change also referred to as second order change. The first order change involves changes in policies, procedures, staff needs, task, skill requirements, which is referred to as transactional change. Whereas, second order change involves changes in fundamental assumptions about reality coupled with shift and realigning of vision, values, culture, belief, attitude, core processes, which is referred to as transformational change. 


Conclusion:
Thus, change management is a process for managing change for people to cope with internally induced or externally imposed changes to achieve collective strategic company’s goals and part of human resource management (HRM) processes. The success of change management depends on being able to lead and enable staff to accept new vision, behaviour, culture, to determine company’s future status on survival, development, and strategic direction, regardless of issues encountered. However, conflicting theories state change management is irrelevant to core business, which does not require a process as people will change when they are forced to. Thus, special efforts are not required to implement change as change is part of daily life, which only involves management teams. This shows staff will follow change if management also change. Additionally, Dutta (2018) states strategic change requires altering or realigning company’s strategy and company itself or company’s culture, while retaining staff. In fact, Dutta (2018) states not all companies require transformation, instead due to technological advancement and changing businesses, many companies can evolve and change, which corresponds with Kaur (2024) hypothesises.


Case Study: IT:  Apple, Microsoft, Google, AI and HRM
In relation to this, Useem (2017) states many businesses post-pandemic announced back to work policy due to their revenues falling and was considering cutting staff. Therefore, companies considered following Apple and Google, because they never implemented remote work at all, and many companies followed in reversing working from home policies. Additionally, Financial Times (2022), Leeming (2015) and Microsoft News Centre. (2021) state Microsoft staff are considering quitting their job if hybrid working was axed, because they agree hybrid working had positive effect on mental wellbeing, which corresponds with Useem (2017), Dutta (2018) and Mind (2023). 


According to Leeming (2015) and Microsoft News Centre. (2021) research, around third (36%) of UK workers who started new job since start of pandemic experienced onboarding process without attending work, 42% struggled with making working relationships, 33% struggled with not having managers or teams “in room” to ask for information or guidance. Followed by 24% struggled with learning new software and applications, 23% struggled with earning their colleagues confidence, and 21% struggled with their company’s culture. The management struggled with remote onboarding and 36% felt remote onboarding makes it hard to provide effective, role-specific training for new staff, 35% struggled with ensuring staff have easy access to information and 28% struggled with upholding company’s culture and reputation. 


According to Leeming (2015) and Microsoft News Centre. (2021) report, 38% states without a hybrid working model they are unable to retain new talent, 25% state negative impact on productivity, 24% reported negative impact on wellbeing, 23% reported staff burnout and 23% stated keeping pace with competitors. Whereas 37% of management reported although employing staff remotely was challenging it is resolvable with right technology solutions. This corresponds with Useem’s (2017) research showing working remotely prevents conflict between staff. In relation to change policy, Demir (2017) and Lovet (2019), Claburn (2022) and Atkinson (2019) states Microsoft was first to publish transparency reports on how company handles complaints about sexual harassment and gender-based discrimination, which included company plans to implement recommendations, based on 2019-2022 shareholder proposals. This provides a leading example for other companies like Apple, Google and NHS to follow despite business risk, which must be dealt with transparency and accountability. The report shows, senior executives resigned, and charges were not addressed, which provides basic observations. The report shows 781 sexual harassment and gender discrimination complaints were internal in 2019-2021, which includes 446 (61.86%) deemed "unsubstantiated", whereas 140 (19.42%) "substantiated" claims violated policy. 


Also, US Equal Employment Opportunity Commission (EEOC) statistics show sexual harassment and sex-based discrimination allegations from 2016-2020 have "no reasonable cause" at rate of 54.44% and 64.92% respectively and "Meritorious" EEOC claims for sexual harassment and sex-based discrimination were 23.44% and 17.58%, respectively. Similarly, report recommended strengthening policies and procedures, promoting more women in leadership roles, implementing initiatives to minimise perception that senior leaders are not held accountable and proposes publishing anonymous remediation data, to suggest someone is being punished for something. This shows correspondence with Paladan (2015), Susanto, et al. (2023), Tanya Sammut-Bonnici (2015), Wang and Sun (2012) and Oakland and Tanner (2007). Although this corresponds with Revin (2022), however, issuing reports is not sufficient, which calls for more implementing change in policies to provide safe, supportive environments to allow staff to survive and thrive. Whereas, Gershgorn (2020), Lahoti (2019), and Lystra (2021) states Microsoft staff are still waiting for change in HR after a year of implementing change policy. In fact, they show Microsoft is determined to reform HR who would better serve employees and provide an annual transparency report showing how many cases were investigated and how they were resolved. However, staff said they have not seen the report and the global employee advocacy team the company promised, to which Microsoft replied that the company introduced an internal website that gives company-wide data on investigations and the staff said they had not heard of this website and lack of HR action was the main reason for leaving. 


[bookmark: _Hlk157424432]Similarly, Jean-Louis Gassée. (2012) states Microsoft's HR’s culture drove away talent and pitting staff against each other, which conflicts with Revin (2022), Claburn (2022) and Atkinson (2019), Paladan (2015), Susanto, et al. (2023), Tanya Sammut-Bonnici (2015), Wang and Sun (2012) and Oakland and Tanner (2007) and further calls for reform in this area based on renewing work contracts according to performance levels, then renewing salary and benefits and then formal discussion of review to progress. Therefore, Lachner (2019) states they implemented changes in their HR solution strategy and in their future offerings they envision, which corresponds with Revin (2022) and includes 3 software’s called Attract for Recruiting, Onboard for Onboarding and CoreHR for HR administration. They were all sold under product name Dynamics 365 for Talent to provide full portfolio of software for finding, managing and developing talents. However, Microsoft admit this strategy will change because full portfolio of HR software is gone and 2 parts Attract and Onboard is discontinued, and product name Dynamics 365 for Talent expired, (Lachner, 2019). Therefore, 3rd piece of software "CoreHR" will continue, which will be named Dynamics 365 Human Resources. 


As a result, Microsoft said there will be portfolio of HR Power Extension, which will help current Dynamics 365 for Talent customers, partners to fix upcoming solution gaps and ensure future Dynamics 365 Human Resource customers will get holistic HR solution based on Dynamics 365. These extensions will be easy to customise fields, forms, lists without programming, changing workflows to individual needs without programming, Outlook, Teams integration for HR End users, efficient addition of functions with Power Apps, automation, connections to third-party systems via Power Automate. In fact, Microsoft ensured data amongst AX SaaS Platform, Power Platform (CDS) is synchronised, all standard Power Platform integrations for Office 365 are available, such as, using Word templates or Excel import, export of data, (Lachner, 2019).


[bookmark: _Hlk157424815]In addition, Homes (2022) states regular communication must be part of company’s culture and introduce HR apps to make managing performance simple and easy to use, which corresponds with Revin (2022), and further considers moving away from annual reviews, encouraging managers and staff to take ownership for check-ins and simplifying HR apps for managing performance in Microsoft Teams. Therefore, weekly check-ins require shorter term focus, discussing goals on regular basis implementing HR app for managing performance in Microsoft Teams. Also, encouraging managerial responsibility for checking-in will improve performance-based discussions via driving conversations, provide regular feedback, recognition, and to act swiftly to overcome crisis. Whereas for staff, it will improve completing updates, raising concerns, and recognising others, for improvement (Homes, 2022). This implementation accelerates prep-times for formal reviews by 90% for easy roll out, single sign-on, security, increased adoption with regular communication. 


[bookmark: _Hlk157425016]According to Moreno (2022), Microsoft report provides key recommendations for HRM, which showed 53% staff are more likely to prioritise their health and well-being over work than they did before, and 47% report the same about their family and personal life. The top main reasons for leaving job were 24% personal wellbeing or mental health, 24% work-life balance, 21% risk of getting COVID-19, 21% lack of confidence in senior management/ leadership and 21% reported lack of flexible work hours or location. Also, there were five factors they considered “very important” for their employers to provide such as 46% positive culture, 42% mental health and wellbeing benefits, 40% a sense of purpose or meaning, 38% flexible work hours, and 36% stated more than the standard two weeks of annual paid vacation time. 


With regards to this, HR need to have good understanding of staffing needs and implement them into practice. This is because 54% of managers say leadership is out of touch with staff, and 74% don’t feel empowered to make changes for teams. According to hybrid and remote work statistics, around 50% of business leaders reported their companies currently require full-time, in-person work in 2022, whereas 52% of staff are likely to consider going remote or hybrid. This shows HR must ensure top talent stays and grows long-term, which corresponds with Mind (2023), Useem (2017), Dutta (2018), Homes (2022) and Revin (2022). 

As a matter of fact, Mayer (2021) states how Microsoft change policy had a major positive focus on a culture of learning, which promotes a safe space where colleagues could embrace failure, learn from one another, collaborate, and innovate. This transformational leadership corresponds with Homrig (2008, 2001), Paladan (2015), Saeed et al (2014), Susanto, et al. (2023), Tanya Sammut-Bonnici (2015), Wang and Sun (2012), Oakland and Tanner (2007), Dutta (2018), Revin (2022), Claburn (2022) and Atkinson (2019), Mayer (2021), Paladan (2015), Susanto, et al. (2023), Tanya Sammut-Bonnici (2015), Wang and Sun (2012), Oakland and Tanner (2007) and further states this embraces a growth mindset, empowering staff, being diverse and inclusive, where 95% staff feel proud to work at Microsoft, which led to success during pandemic. 


As a result, this earned Microsoft leaders title of 2021 HR Executive of the Year award, which can help guide other organisations to overcome crisis.  During the pandemic, Microsoft provided flexibility and supported health and wellbeing to remain innovative, productive and present on the job, stated Mayer (2021). Also surveying staffing needs and provided benefits to staff such as, 12-week parental paid leave policy to take off time as schools and daycares closed due to COVID. In fact, Microsoft gave financial bonuses to many staff, introduced five additional paid days off, referring to as “wellness days,” to rest and recharge and expanded backup childcare. 


In terms of mental health efforts, Microsoft provided staff with relevant resources. This helped to meet the demands of effective transformational leadership during pandemic, via relevant, new improved training to help professionals model, coach and care for their teams. As a result, 90% had confidence in staff’s immediate manager, 96% said their manager treats them with respect and dignity. Additionally, Microsoft facilitated products to help connect for effective remote work, like Microsoft Teams for video calling, quick chats, emojis and applause to help coworkers connect. 


[bookmark: _Hlk157427151]Likewise, Microsoft News Centre. (2022) state Microsoft established improved research and technology to resolve disconnection between leaders and staff to meet the needs of the company’s culture, collective goals and to each other, to thrive and overcome economic crisis. This is due to hybrid working as data suggests and regardless of where staff work, they need to stay engaged and connected, which can be achieved via Microsoft’s platform called Viva. To achieve this, it is important to put an end to productivity paranoia, embrace that staff can rebuild positive team bonds effectively, and re-skill and re-recruit staff. The platforms introduced by Microsoft includes Viva Pulse to allow professionals to collect regular feedback from staff experiences, Viva Amplify to allow professionals to communicate results in terms of action, answers in Viva allows artificial intelligence (AI) to match staff questions to answers and professionals to implement change, stated Microsoft News Centre. (2022). 


Similarly, people in Viva allows AI to create rich profile cards with details on staff interests, knowledge, team goals to help colleagues discover connections, experts, insights in company, Viva engage provides digital community building through conversations and self-expression tools with stories and storylines. In fact, Microsoft News Centre. (2022) shows leadership corner will be introduced to invite staff to interact directly with leadership, share ideas and perspectives, participate in organisation initiatives, to name a few. Additionally, Viva Goals allows the company to align employee work to business outcomes and improved integrations of Viva Learning as well as LinkedIn Learning allows easy access from LinkedIn Learning Hub in Teams. 


[bookmark: _Hlk157427740]In fact, Viva sales collaborate seller’s CRM with Microsoft 365, Teams to provide more streamlined, AI-powered selling experience with daily tools they utilising to connect with customers and close deals. Followed by Viva connections, which brings all Viva apps together in one platform, Viva briefing email provides more personalised productivity recommendations to help staff meet workload deadlines, meetings and learning. In correspondence to this, Pannoni (2022) states Microsoft introduced further four workforce initiatives as part of their transformational leadership policy to build staff relationships and enhancing their workplace culture. This includes empowering staff mobility to work at companies that each staff love, in a role, where they thrive to retain talent by making people the priority, and creating a culture that attracts and inspires talent to innovate to achieve collective goals. 


Conclusion:
[bookmark: _Hlk157428054]Overall, Microsoft provided safe space for concerns, increasing pay transparency and conducting civil rights audit as well as positive workforce initiatives changes to reflect people are company’s main priority, which corresponds with Kaur (2024). 





Case Study: NHS, AI and HRM
There are limitations to deploying healthcare staff. In fact, this strategy was implemented to deal with capacity concerns, which instead resulted in lack of training, and failure to consider skills gap of redeployed staff. Hence, many research emphasised the importance of clear guidelines for well-being support, because fatigue and work pressures do not allow staff to visit group support meetings or use quiet rooms to relax. Whereas, staff were able implement changes in routine practice at a rapid pace, due to restructured internal processes. This shows medical staff proposals were heard by senior staff. In terms of transformational leadership and quality improvement, maintaining collaborative relationships, strategic leadership and focus on organisational learning are main factors in achieving success.


In terms of achieving inclusive leadership style that alleviates the effects of psychological distress, although showed negative effects pre-pandemic era, Fuqiang Zhao, et al. (2020), Hamouche (2020), Niall Galbraith et al. (2020), Norha Vera San Juan, et al. (2020), Nursing times (2020), Philip and Cherian (2020), RNCI. (2021), Sanghera et al. (2020) and The London School of Economics and Political Science. (2020) states it is important to evaluate positive effects of psychological safety during pandemic to achieve positive results that is relevant during pandemic times. This shows further research is required as previous studies showed there is no link between positive leadership style, work and distress, which may conflict with Homrig (2008, 2001), Paladan (2015), Saeed et al (2014), Susanto, et al. (2023), Tanya Sammut-Bonnici (2015), Wang and Sun (2012), Oakland and Tanner (2007), Dutta (2018). Therefore, inclusive leadership style can rebuild perceptions of world being a safe place to reduce levels of distress. 
Whereas, psychological safety is as an internal resource, and inclusive leadership is as an external resource, which motivates to develope positive mood with an open and accessible environment, to prevent imbalance between psychological resources and demands. This correspond with Homrig (2008, 2001), Paladan (2015), Saeed et al (2014), Susanto, et al. (2023), Tanya Sammut-Bonnici (2015), Wang and Sun (2012), Oakland and Tanner (2007), Dutta (2018), Mind (2023) and Revlin (2022). This shows for nurses, inclusive leadership style is effective in implementing mental health support initiatives as built-in mechanism for nurses. Followed by, introducing training programs on inclusive leadership and incentives for nurses in informal managing roles, tends to instil culture of openness, availability and accessibility. 


Conclusion:
This shows incorporating psychological safety in inclusive leadership style to alleviate distress is positively effective via introducing coping strategies, supportive behaviours, and clear communication to ensure healthy mental health well-being. Thus, shows broader, diverse, multi-source research is required on inclusive leadership in healthcare for long-term, to consider additional outcomes regarding extra-role behaviours of staff, to overcome any limitations. This shows inclusive leadership style help staff to work together with sharing and caring behaviour, help with feeling psychologically safe, stay mentally strong in pandemic. This corresponds with Pannoni (2022), Microsoft News Centre. (2022), Homes (2022), Mayer (2021), Claburn (2022), Atkinson (2019), Paladan (2015), Susanto, et al. (2023), Tanya Sammut-Bonnici (2015), Wang and Sun (2012), Oakland and Tanner (2007). This also corresponds with Kaur (2024) hypothesises.


Case Studies: Digital Transformation 
According to SAP (2024), EY (2024), DeloitteInsights (2024), Intel. (2024), AWS.Amazon. (2024), IBM. (2024), Accenture. (2024), the definition of digitisation is changing analogue formats to digital formats, whereas digitalisation is combining existing business processes with new digital technologies. With regards to this, digital transformation is also defined as implementing digital technologies across all business operations to compete and keep updated to changing markets. In fact, this is regarded as a cultural change where changes are implemented for excellent customer services. In terms of statistics during pandemic, 11% said their business models are viable, whereas 64% said their organisation is required to digitalise as a matter of urgency as their business models have become outdated. Essentially, a transformation plan must involve business process transformation, which involves workflows, task-based areas and business model transformation that are important stages of delivering value. This shows by implementing organisational and cultural transformation, digital transformation is possible as it instils trust in companies leading to increased productivity, initiative and wellness, which then increases competitiveness, revenue and brand value in return. 


Additionally, SAP (2024), University of Oxford (2024), Ahmad Muktamar B. (2023), Forbes. (2023) and Hensellek (2020) states with regards to other digital transformational examples, in healthcare, reasons for depending on AI machine learning is because healthcare has complex workload and medical equipment, which needs speed and accuracy in powerful cloud and database technologies. However, according to statistics, 70% of organisations and digital transformation initiatives had failed, which is due to poor planning, poor communication, poor change strategies and lack of team inclusion. This shows cultural transformation is important part of successful digital leadership styles. To prepare for digital transformation, statistics show 89% executives adopted digital transformation policy in 2018, which had grown since. This shows digital transformation strategy must determine a starting point where existing systems and assets are audited, define priorities where digitalisation is designed to evolve, scale and integrate gradually. 


In this process, it is important to build a plan to allow agility and growth, strong change management and migration strategies. It is also important for the team to be prepared for this process as their team changes. It is important to avoid repetition in tasks in this process to ensure improvement in staff engagement and collaboration is supported. This shows input from team is valuable, address concern and provided with time to change with processes. Similarly, NHS. (2024) stated they are utilising technology to help staff to communicate effectively, which allows people to access care as and when required. The digital transformation initiatives involves, websites and apps to access advice, and computer systems for staff to access test results, which also includes history and evidence required to make best decisions for patients. The NHS long-term plan for implementing digital transformation is to work efficiently, improve diagnosis, improve treatment and services, which requires funding.


Similarly, Paul et al (2024), Gurbaxani and Dunkle (2018), Resego et al. (2020) and Schiuma et al. (2024) corresponds with Peter C. Verhoef, et al. (2021) and SAP (2024) and further stated it is important to consider factors for further research like talented individuals with expertise in marketing, social media analytics, ethical implications and privacy concerns. This includes impact on mental health well-being, role of artificial intelligence machine learning, role of emerging technologies, influence on political discourse and public opinion, long-term effects of digital transformation on society and innovative strategies for managing and mitigating misinformation and disinformation. 


This shows more research is required into digitalisation transformation for internal usages like HR, to transform process of recruitment, and staff training. Further research must also include developments to enhance HR procedures, efficiency of talent procurement, contribute to skill advancement, continuous learning, and performance. Within business and management, there is a call for research into mobile apps, which include operations, supply chain management, entrepreneurship, strategic management, finance and accounting, to benefit from digital transformation to reduce risks of experiencing setbacks due to serious failures. In terms of digital transformation, emergence of multifaceted technologies shows ethical considerations and digital responsibility needs to be at the forefront, guiding deployment and digital management, balancing profitability with ethical responsibility, protecting user privacy, and fairness. 


According to StarKnowledge. (2021), Schwertner (2017), Cambridge Spark. (2022), Hawley, W. (2024) and Guellec, D, et al. (2020) corresponding with Paul et al (2024), Peter C. Verhoef, et al. (2021) and SAP (2024), healthcare and IT industries adopted digital transformation. The healthcare sector can benefit from patient assistance in daily medication processes, reducing infrastructure cost, enhanced patient care, patient health analysis and alerts including personalised care. These benefits show implementing correct technology will clear all roadblocks and help get solutions to reduce efforts in daily tasks. Thus, management characteristics require democratic leadership styles, higher levels of coherence towards firm’s mission, higher efficacy of strategic management processes that are relevant to explain advanced stages of digital transformation. In fact, these can counter-balance certain organisational characteristics that make process of digital transformation difficult like in family-owned businesses. This shows further research must develop long-term study in sets of firms to enhance findings. In addition, LocalGov.UK. (2024) established digital transformation initiative to fund councils to develop digital-based solutions to support national transformation initiatives like, integrating health and social care, Troubled Families, Welfare Reform and Public Health, which corresponds with NHS (2024).


Similarly, Abbu et al. (2022), Woolacott (2023), Rohan (2024), Singh (2023), Gerald C Kane et al (2015), Global Digital Assurance (2022), Kokot et al. (2021) state digitally mature businesses are managed differently than digitally developing companies. This is because leaders align human and financial resources with company’s strategy to create collaborative and agile development environment, to promote open, and transparent communication. In fact, digital leadership is multi-dimensional, which consists of authentic, transactional and transformational leadership. Further research must offer user-friendly and self-assessment tools for leading digital initiative at project, function, business unit, and company level. This allows leaders to reflect and improve leadership based on science than expectations. This shows human-based leadership is important for successful digital transformation. 


In addition, Promsri (2019) stated six characteristics of digital leaders are digital knowledge literacy, vision, customer focus, agility, risk-taking, and collaboration, which are important to shape digital transformation in businesses. This shows relationship between digital transformation, digital leadership and digital maturity consists of technology, people, strategy and increased competitiveness. Likewise, Sainger (2018), Benjamin Pabst von Ohain. (2019) corresponds with Gandhi et al. (2016), SAP (2024), Ahmad Muktamar B. (2023), Hensellek (2020), and further stated digital transformation challenges derive from resource constraints, lack of requisite talent and urgency of other priorities. This shows it is important to invest in formal and informal learning for leaders and staff to resolve workforce skills gap challenges. This equips leaders with skills and competences to cope with digital transformation complexities. 


In addition, Jessyvictany. (2024) and Harvard Business Review. (2019) state three categories to digital transformation failure is failure to effectively adopt new technological initiatives leading to abandoning the project, under-performance means lack of investment in digital transformations on a limited scale, and regression means no progress nor advancement when taking the wrong decisions that should have been abandoned or implemented earlier. In relation to this, Zhmako (2024) states main ways to overcome the obstacles to digital transformation is to include staff in planning, establish continuous learning environment, using pilot programmes and phased rollouts, recognition and rewards and embracing feedback and investment in research and development. Similarly, Entrepreneur.com. (2024) states it is important leaders embrace change, willing to make mistakes, and ready to evolve and iterate. 


In terms of digital transformation in healthcare services, Fumilola Olatundun Olatoye, et al. (2024) states it is important to integrate digital transformation to enhance effective leadership and to invest in how integrating digital tools, artificial intelligence, and data analytics can support leadership decision-making, communication, and overall management to stay at the forefront of digital innovation. Thus, further research is required to foster an environment that prioritises staff well-being, promoting interdisciplinary collaborations, and establishing transparent communication channels to navigate challenges and enhancing effective leadership. Similarly, Khan (2020) investigates digital transformation in IT and state enterprise resource planning software (ERP) implementation drives organisational change and how change is managed is pivotal determinant of project’s success. 


In relation to various phases of ERP implementation at Octaware, as project progressed, the underlying knowledge, technology and business changed. This show management approach should have changed with situation, thus situational leadership is appropriate for implementing ERP project. There are four areas of situational leadership styles that are required to be adopted, as appropriate, for ERP project stages, which are telling, selling, participating and delegating. Firstly, telling is initial basic level of leadership style in situational leadership where during system design and analysis stages, directing approach will be more appropriate to recommend newly designed workflows aimed at process streamlining, in which existing business process must change. Secondly, selling is where staff was committed and hence, gained competence, which is important to shift management style to coaching during customisation phase of project. This phase requires communicating what and why it is to be done this way. Thirdly, participating phase is where leaders establishes relationships with others in team, brainstorming data migration strategies in group and collaborative end-user training programs to represent consulting approach of leadership during training, data migration and system review phases of the project. Finally, delegating represents leaders transferring specific duties to various team members in which Go-Live and support phases of projects, and delegating style is more relevant. 


According to Woollacott (2023), UK firms get poor returns from digital transformation and statistics show data analytics 90%, cloud centres 73%, and artificial intelligence machine learning 68%, are technologies that generate most value back to business. In fact, a three in ten UK companies lack transformation strategy and nearly a third say they lack understanding of new technology, 37% cited dependency on legacy systems, a third said they had problems securing funding, and three in ten cited insufficient data and inadequate cross-departmental communication. Also, nearly four in ten cited disruption of traditional business model as biggest problem, three in ten cited inabilities to benchmark against peers to know how much to invest, 27% cited protecting intellectual property and regulatory barriers. However, UK businesses have more short-term thinking than others, with more than three-quarters assessing value gained from digital transformation annually, which is 12% higher than global average, 19% UK respondents assess value gained in two to three years, compared to 31% globally. 


Conclusion:
This shows businesses can learn to adopt strategies that work. Finally, Forbes. (2019) state around 70% digital transformations fail and were able to adjust success in future, which does not mean end of the company, however, can be costly in terms of resources, time and credibility. Overall, this shows successful digital transformation is possible, which corresponds with hypothesises by Kaur (2024).
3) Chapter Three: Methodology
Introduction:
According to Choy (2014), quantitative methods is referred to as standardised questionnaires that participants are given to complete via random sampling, which involves probability or non-probability sampling approaches where researchers choose an appropriate way before drawing a sample size. Whereas, qualitative methods is referred to as a range of data collection and analysis techniques that use purposive sampling and semi-structured, open-ended interviews, where study is designed, data is collected, analysed and interpreted. These processes involve a data collection method where information is carefully recorded, verified in forms of numbers and transferred to a computerised format, which establish correlations between variables and outcomes and are validated by original findings. The analysis of data involves large quantity of computerised output and then interpreting the data via comparing the data with previous studies and translate wider implications and then writing a report in a specific format for the study. This tends to correspond with Revin (2022) and Useem (2017).


With regards to this, Choy (2014) states qualitative research relies on applying logic in practice and following a nonlinear method to research. Whereas, quantitative research relies on applying reconstructed logic in practice and follow a linear method to research. The quantitative research measures factors and testing hypotheses, which are linked to general causal explanation. The difference is in the form of data such as soft data, which includes impressions, words, sentences, photos, symbols to name a few, which dictate different research strategies and data collection techniques, compared to hard data, in the form of numbers. There are various forms of differences that may be applied such as assumptions regarding social life or other objectives, which can make other tools for research methods not so relevant. This shows qualitative research and quantitative research are conflicting theories with different perspectives, which corresponds with Revin (2022) and Useem (2017). Although qualitative and quantitative research have their differences, however, they do understand each other’s language and styles applied to research. Thus, it is important to emphasise strength and weakness to avoid bias via looking into issues of sampling, relationship between the researcher, subject, methodologies, collated data, validity, reliability, and ethical dilemmas. This corresponds with Revin (2022) and Useem (2017). 


In terms of data analysis, Gog and Paas (2008) states data collection and analysis consists of non-participant related observation where there are minimum obstructions in carrying out this form of method via document and artifact analysis. This tends to overlap with verbal and non-verbal behaviour methods such as in video observations because this process involves intense, micro-analysis related behaviour to answer many research questions, in which case a content analysis may be conducted. In fact, the tests that involves planning, thinking, behaviours and conceptions, requires educational based instructional plans and actual tests to be collected and analysed. 


In addition, Gog and Paas (2008) defined artifacts as things people make and do, like textbooks and other instructional materials, media materials such as memos, letters, and e-mail records, meetings logs and activities such as demographic information, about enrolment, attendance, detailed information about participants and personal logs. The best way to analyse qualitative data is to analyse data constantly throughout, from a concept, through data collection process, into interpretation and in writing processes, emphasised Gog and Paas (2008), which is referred to as analysis and interpretation. 
The data reduction on the other hand, involves reducing and condensing data in an ongoing style as the study progresses based on the concept to interpret the data via identifying patterns, links, and relationships, stated Gog and Paas (2008). When it comes to qualitative data collection, research is formed from speculations while looking for meaning in data, leading to new observations, conducting new interviews, and look more deeply for new patterns, stated Gog and Paas (2008). Therefore, it is important to collect raw data, such as photographs, films, and videos, field notes, documentation such as business related, logs, journals, diaries, memos, and letters, in detailed form and record patterns, to analyse results in many ways via answering in-depth questions. 


In fact, Gog and Paas (2008) stated data can be scanned, recorded to develop categories, which were referred to as codes, and was managed via labelling, storing, and retrieving it according to codes, either in a descriptive mode or interpretive mode. The way in which qualitative interview data is coded and analysed is referred to as semantic data, stated Gog and Paas (2008). This shows how qualitative data is now coded, analysed and managed via many computer software systems. When it comes to questionnaires, Gog and Paas (2008) stated there are many ways to measure attitudes and feelings, such as via Likert-type scales, like in degree to which they agree or disagree, which is a beneficial approach, which provides an in-depth information as opposed to ranking and comparisons. This scale includes, number of steps, odd or even number of steps, types of anchors, in which up to 7 steps ensures more reliability, and a five-point scale is most common method utilised in this process. However, many debates advise using odd number of steps, providing neutral replies, agree–disagree, effective-ineffective, important–unimportant, like me–not like me. 


In terms of quantitative data methods, outcomes and processes can be productively examined, whereas, in qualitative data methods, mixed-methods approach is used to build deeper understanding of what, why, and how related data, (Gog and Paas, 2008). In addition, actual research questions guide selection of appropriate methods of data collection to answer hypothesis, (Gog and Paas, 2008). Also, relevant qualitative methods include categorisations related to observations, interviews, document and artifact analysis, or various concept-based methods, when selecting a question or an issue. This shows, human investigator is a primary research instrument. In fact, interviews are part of qualitative research methods, which is directly interactive, structured or unstructured conducted in groups or individually, (Gog and Paas, 2008). It is important to listen and record what is said than applying own interpretations, including quotes, which are refined and re-investigated on regular basis, via field notes. 


Therefore, there are many techniques for structured interviewing, such as, sorting types of themes in interviews into similar sets of themes and multidimensional scaling was used to analyse data, representing how participants viewed the topic. This includes using projective techniques, photographs, drawings, other visuals or objects to gather participants opinions or feelings. Also, Gog and Paas (2008) explained instructional planning and design processes involves utilising a case-study approach, which is enhanced version of four-component model and an effective tool for mixed methods techniques. These are referred to as problem-based instructional design, blending many aspects of themes, instruction, and media options, which is be conducted individually or in groups using structured or semi-structured methods to assess patterns in behaviours, attitudes, or interests. It is important to ask probing questions, keep data in their original form, even after they have been analysed, be respectful, and debrief after interviews.
When it comes to writing a report, Gog and Paas (2008) states mixed methods for research purposes is almost same as writing a report that summarises a traditional experimental study with a standard format, which includes an introduction, literature review, description of methods, presentation of findings, a summary and discussion. In fact, Gog and Paas (2008) stated mixed method is where a report is divided into sections to expand on traditional research method. Also, quantitative data is reported in an experimental study format, whereas qualitative data includes an introduction, core material, and conclusion, which has series of themes from interview data or in the form of a case study. This shows there are many ways to represent data. 


Questionnaires, Interviews and Report:
[bookmark: _Hlk92366095]Likewise, Kaur (2024) carried out both qualitative and quantitative research, which involved surveys as the research strategy that was applied and the data collection carried out was questionnaires and interviews, where feedback was utilised as a form of alternative for observations, (Kaur, 2024). In addition, sample size of relevant case studies and participants were 151 with mixtures of men and women, adults for ethical reasons, in various businesses, like IT and NHS staff. This involved theory-based research process, and practical based in term of questionnaire, interviews, and feedback as an alternative to observation. This was fun and simple form of research investigation, which had various health benefits without side effects, via providing listening skills in form of research, offloading effects, prevent anxiety, provide reassurance and instilling confidence in their company. In term of data analysis, there was a risk of drop-outs due to pressure of workload due to pandemic, and physical exhaustion. However, there were no dropouts identified during data analysis was carried out, (Kaur (2024). The theory-based research provided guidance in relevant practical investigation to successfully reach a unanimous, unbiased conclusion in line with hypothesises. Therefore, Kaur (2024) intend to answer questions through theory-based research and practical investigation such as questionnaires, interviews, and feedback-related information gathered from staff at various sectors like IT, NHS, etc.


In fact, Kaur (2024) investigation found that implementing transformational leadership style in e-HRM and the impact on digital transformation when it comes to managing change to overcome workforce crisis, which is a strategic review. In this research, various businesses, IT,  Apple, Google, Microsoft will help guide other businesses like NHS to overcome workforce crisis post pandemic, which will enhance effectiveness and increase productivity levels through improved staff retention and staff satisfaction levels. 










4) Chapter Four: Data Analysis and Discussion of Results
Introduction:
Questionnaires 
In terms of case study related questionnaires, according to Appendix 1, Kaur (2024) completed screens to identify if someone should complete questionnaires, utilised warm-ups to answer simple questions to capture participants interest, utilised transition to let different areas of questions complement each other. In fact, Kaur (2024) avoided skips techniques due to wanting to get much in-depth answers for research and utilised difficult questions once participants are in response mode and added classifications at the end to facilitate their time answering questions, provide additional comments and relevant feedback. Hence, questionnaires are open-ended and closed ended, which is referred to as mixed questionnaire and consists of structured and unstructured format.
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Interviews
According to Appendix 3 (Kaur, 2024), interviews were conducted with IT, Finance, Banking, Legal Services, Manufacturing and NHS in a confidential environment to have an open and honest discussion. Therefore, the interview consisted of semi-structured with preliminary questions were relevant to research. The purpose of research was explained, ensured was strictly anonymous and confidential in the dissertation research.
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Data Analysis: Discussion of Results: 151 Adult Questionnaires:
Questions: 1, 3, 4
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According to Kaur’s (2024) Appendix 2, questionnaire consisted of over 18 years, 151 participants, majority agree all working patterns are effective to enhance productivity levels, regardless of working patterns. This corresponds with Useem (2017), Revin (2022), Cherry (2024), Regan (2022) and Saeed et al (2014). Majority experienced similar changes taking place regardless of when working for company. This correspond with Cherry (2024), Regan (2022) and Saeed et al (2014). This also corresponds with Kaur’s (2024) hypothesises.   

Questions: 5, 6, 7, 8
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Also, Kaur (2024) states most participants agree that all, or similar effective leaderships styles are effective when adopting digital transformation, which corresponds with Cherry (2024), Regan (2022), Homrig (2008, 2001), Paladan (2015), Susanto, et al. (2023), Tanya Sammut-Bonnici (2015), Saeed et al (2014). This shows participants understand types of leadership required for managing change and implementing transformational leadership styles to overcome workforce crisis whilst digital transformation in eHRM, regardless of their role. The participants who selected least effective leadership styles are conflicting with Cherry (2024), Regan (2022), Saeed et al (2014). This shows some work is required to understand their choice of least effective leadership styles regardless of their job, whether up-skilling or re-skilling is required to go through successful digital transformation to overcome barriers. This also corresponds with Kaur’s (2024) hypothesises.
Questions: 9, 10, 11, 12, 13
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In addition, majority agreed they coped well with changes, which corresponds with Susanto, et al. (2023), Oakland and Tanner (2007), Wang and Sun (2012) and Tanya Sammut-Bonnici (2015). In fact, majority said the changes had good effect on team’s morale and relations, sicknesses did not improve, and training days had good effect on their work life balance. This corresponds with Useem (2017), Revin (2022), Cherry (2024), Regan (2022), Saeed et al (2014). It takes majority of staff shorter time or same time to complete tasks. This corresponds with Useem 3(2017), Ehrenkranz (2016), Skelton, (2021), Jowitt (2022). This also corresponds with Kaur’s (2024) hypothesises.





Questions: 14, 15, 16, 17, 18, 19
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Additionally, majority agree they were satisfied with the changes in the company, the changes were communicated adequately, and the changes were managed well. This corresponds with Mind (2023), Useem (2017), Dutta (2018, Homes (2022) and Revlin (2022). In fact, majority of participants agree changes could be managed differently, workforce retention improved within company, majority did not have difficulty accessing digital services, which conflicts with SAP (2024), University of Oxford (2024), Ahmad Muktamar B. (2023), Forbes. (2023), Hensellek (2020), Peter C. Verhoef, et al. (2021). This also corresponds with Kaur’s (2024) hypothesises.

Questions: 20, 21, 22, 23, 24, 25
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The challenges they encountered were all the options provided in the questionnaire, IT skills, absences, sicknesses, less productivity levels, low team morale, all the above, other, which were similar to each other, they managed these challenges via all the options outlined in the questionnaire, disciplinary, dismissals, training and/or re-training, team building activities, collaboration, incentives, benefits, all of the above, other. This shows the organisations and employees understand the importance of problem-solving to overcome the workforce crisis. This corresponds with SAP (2024), University of Oxford (2024), Ahmad Muktamar B. (2023), Forbes. (2023), Hensellek (2020), Peter C. Verhoef, et al. (2021), Moreno (2022) and conflicts with Mind (2023), Useem (2017), Dutta (2018, Homes (2022) and Revlin (2022). With regards to this, majority are satisfied with digital services, feel digital services can be further improved, said future of digital e-HRM is positive. In addition, majority were satisfied with the way HR manages their queries. This corresponds with Chowdhury et al (2023), Fisher and Howardson (2022), Delecraz et al. (2022), Revin (2022), Homig (2008, 2001), Paladan (2015), Saeed et al (2014), Susanto, et al. (2023), Tanya Sammut-Bonnici (2015), Wang and Sun (2012), Oakland English (United Kingdom) and Tanner (2007), Dutta (2018). This also corresponds with Useem (2017), SAP (2024), University of Oxford (2024), Ahmad Muktamar B. (2023), Forbes. (2023), Hensellek (2020), Peter C. Verhoef, et al. (2021). This also corresponds with Kaur’s (2024) hypothesises.
Questions: 26, 27, 28, 29
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The majority of participants feel all the options are effective in managing conflict to reach a resolution, collaboration, communication, mitigation, mixed skills, staff retention, mediation, all the above, other. The measures undertaken to understand and meet staffing needs whilst digitalising company including staff retention, managing workforce crisis and so on, via all the options provided in questionnaire, up-skilling, re-skilling, motivation, mediation, mitigate, incentives, benefits, provide support system, buddy, disciplinary, dismissal, all the above and other, which majority of participants agree. This corresponds with Chowdhury et al (2023), Fisher and Howardson (2022), Delecraz et al. (2022), Mind (2023), Useem (2017), Dutta (2018), Homes (2022), Revin (2022), Mayer (2021), Homrig (2008, 2001), Paladan (2015), Saeed et al (2014), Susanto, et al (2023), Tanya Sammut-Bonnici (2015), Wang and Sun (2012), Oakland and Tanner (2007), Claburn (2022), Atkinson (2019), Sainger (2018), Benjamin Pabst von Ohain (2019), Gandhi et al (2016), SAP (2024), Ahmad Muktamar (2023), Hensellek (2020), Lawton and Roy (2023), Kissflow (2024), RanstadDigital (2024), KPI (2024), Musleh (2023), Nichanan (2023), Dokka (2023), Pelham (2023), SAS (2024), Harvard Business Review (2019), Forbes (2023). This also corresponds with Kaur’s (2024) hypothesises.
Moreover, majority of the participants agree they were satisfied with the changes to working patterns. The various departments in questionnaire recommendations for other organisations in terms of overcoming workforce crisis within their organisation are all the options provided in the questionnaire, increase pay, employee engagement, collaboration, empower, recognition, reward, benefits, incentives, HR technology, invest in training, diversify talent, flexible working, alternative working patterns, all the above, and other, which they consider important. This corresponds with Mayer (2021), Homrig (2008, 2001), Paladan (2015), Saeed et al (2014), Susanto, et al. (2023), Tanya Sammut-Bonnici (2015), Wang and Sun (2012), Oakland and Tanner (2007), Dutta (2018), Revin (2022), Claburn (2022) and Atkinson (2019), Mayer (2021), Sainger (2018) and Benjamin Pabst von Ohain. (2019), Gandhi et al. (2016), SAP (2024), Ahmad Muktamar B. (2023), Hensellek (2020), Lawton and Roy (2023), Kissflow. (2024), RanstadDigital. (2024), KPI. (2024), Musleh (2023), Nichanan. (2023), Dokka. (2023), Pelham (2023), SAS. (2024), Harvard Business Review. (2019), Forbes. (2023). This also corresponds with Kaur’s (2024) hypothesises.











[bookmark: OLE_LINK1]Questionnaires Responses in Sectors:
Finance and Banking Team and Customer Service Teams:
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Overall, additional comment and feedback show that one of the participants said it depends on the size of the company, and another said cultivate readiness intention. This shows some participants understand various leaderships styles will be applied differently, which will require certain behaviours and actions by leaders in order to implement them successfully. They all agree that they have not thought about it before the questionnaire was introduced to them, and they found it excellent, good or interesting while some agree was easy to understand and well structured, few said that it was difficult to understand and confusing due to language barrier. This shows more action is required to increase awareness of applying effective leadership styles required to overcome barriers to overcome workforce crisis, to manage change and digital transformation successfully. This corresponds with Mayer (2021), Homrig (2008, 2001), Paladan (2015), Saeed et al (2014), Susanto, et al. (2023), Tanya Sammut-Bonnici (2015), Wang and Sun (2012), Oakland and Tanner (2007), Dutta (2018), Revin (2022), Claburn (2022) and Atkinson (2019), Mayer (2021), Sainger (2018) and Benjamin Pabst von Ohain. (2019), Gandhi et al. (2016), SAP (2024), Ahmad Muktamar B. (2023) and Hensellek (2020), Lawton and Roy (2023), Kissflow. (2024), RanstadDigital. (2024), KPI. (2024), Musleh (2023), Nichanan. (2023), Dokka. (2023), Pelham (2023), SAS. (2024), Harvard Business Review. (2019), Forbes. (2023). This also corresponds with Kaur’s (2024) hypothesises.









Health, Wholesale, Legal Services, Hospitality and Restaurant, Manufacturing, Insurance and HR Teams:
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In fact, one participant said retraining to ensure all understand new tech to effectively implement changes and another participant said it is something to consider. One participant said the questionnaire provided a useful insight to understanding better of leadership within current company. Another said it is different for branches, while one said that it was difficult to understand due to working in hospitality.  This shows although some of participants understand that various situations will require certain leadership styles to be implemented in different branches, this shows a skills gap, which may need to be addressed. This corresponds with Mayer (2021), Homrig (2008, 2001), Paladan (2015), Saeed et al (2014), Susanto, et al (2023), Tanya Sammut-Bonnici (2015), Wang and Sun (2012), Oakland and Tanner (2007), Dutta (2018), Revin (2022), Claburn (2022), Atkinson (2019), Mayer (2021), Sainger (2018), Benjamin Pabst von Ohain (2019), Gandhi et al. (2016), SAP (2024), Ahmad Muktamar (2023), Hensellek (2020), Lawton and Roy (2023), Kissflow (2024), RanstadDigital (2024), KPI (2024), Musleh (2023), Nichanan (2023), Dokka (2023), Pelham (2023), SAS (2024), Harvard Business Review (2019), Forbes (2023). This also corresponds with Kaur’s (2024) hypothesises.
Education, Careers and Children Services, Research, and Retail Teams:
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Another participant said they are not the right person to answer. They tend to all agree that they found it related, simple and straightforward, comprehensive. They require other working portals. This shows a skills gap and fears to get something wrong and dependency on the hierarchy to make decisions. One more participant said solutions for staff may differ and agree that being well framed, functional, it is on point, and everything needed to talk about was asked, being very concise, whereas some require examples, while one said re-define for people unfamiliar with it. 


This further shows skills gap and lack of understanding of leadership styles. This corresponds with Mayer (2021), Homrig (2008, 2001), Paladan (2015), Saeed et al (2014), Susanto, et al. (2023), Tanya Sammut-Bonnici (2015), Wang and Sun (2012), Oakland and Tanner (2007), Dutta (2018), Revin (2022), Claburn (2022), Atkinson (2019), Mayer (2021), Sainger (2018), Benjamin Pabst von Ohain. (2019), Gandhi et al. (2016), SAP (2024), Ahmad Muktamar B. (2023) and Hensellek (2020), Lawton and Roy (2023), Kissflow. (2024), RanstadDigital. (2024), KPI. (2024), Musleh (2023), Nichanan. (2023), Dokka. (2023), Pelham (2023), SAS. (2024), Harvard Business Review. (2019), Forbes. (2023). This also corresponds with Kaur’s (2024) hypothesises.












Business, Media, Marketing Teams:
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With regards to this, one said staff involvement in change is crucial, managers must collaborate, provide options, collect opinions, learn to support. Another said consider work intensification and communication of change. This shows engagement and understanding of what is required from leadership. Some said only adapt to someone who works, one said one word answer does not explain the idea, one more said the terms are not familiar to someone not in management. This further shows skills gap and lack of knowledge to understand implementing leadership styles to address the workforce crisis whilst managing change. Some said not relevant as not working but did experience digital transformation at university and another said use single answer. One said language barrier as some not familiar with leadership. This shows they understand the role played by digital transformation and they recognised where they experienced digital transformation and where they did not, which also shows skills gap and lack of understanding around leadership and how to adopt different leadership styles simultaneously. These tend to correspond with Chowdhury et al (2023), Fisher and Howardson (2022), Delecraz et al. (2022), Mind (2023), Useem (2017), Dutta (2018), Homes (2022) and Revin (2022), Mayer (2021), Homrig (2008, 2001), Paladan (2015), Saeed et al (2014), Susanto, et al. (2023), Tanya Sammut-Bonnici (2015), Wang and Sun (2012), Oakland and Tanner (2007), Claburn (2022) and Atkinson (2019), Sainger (2018) and Benjamin Pabst von Ohain. (2019), Gandhi et al. (2016), SAP (2024), Ahmad Muktamar B. (2023) and Hensellek (2020), Lawton and Roy (2023), Kissflow. (2024), RanstadDigital. (2024), KPI. (2024), Musleh (2023), Nichanan. (2023), Dokka. (2023), Pelham (2023), SAS. (2024), Harvard Business Review. (2019), Forbes. (2023). This also corresponds with Kaur’s (2024) hypothesises.

Design, Consulting, IT, Communications, NPO, Advertising and Logistics, Travel and Tourism Teams:
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One of the participants said they are a student, whereas one said HR are later involved and discussions are handled on teams level without HR. Others said so far good with the idea given, another said add boxes like dissatisfied etc. In fact, one said re-define referring to ‘change’. They said questionnaires, was confusing and not relatable because they are startup staff with no HR and no changes. This shows HR must be involved simultaneously to manage change successfully whilst digital transformation, to address lack of communication, collaboration, engagement and teamwork, etc. This shows skills gap and lack of understanding over change, which needs addressing. This corresponds with Chowdhury et al (2023), Fisher and Howardson (2022), Delecraz et al (2022), Mind (2023), Useem (2017), Dutta (2018), Homes (2022) and Revin (2022), Mayer (2021), Homrig (2008, 2001), Paladan (2015), Saeed et al (2014), Susanto, et al (2023), Tanya Sammut-Bonnici (2015), Wang and Sun (2012), Oakland and Tanner (2007), Claburn (2022), Atkinson (2019), Sainger (2018), Benjamin Pabst von Ohain (2019), Gandhi et al (2016), SAP (2024), Ahmad Muktamar (2023), Hensellek (2020), Lawton and Roy (2023), Kissflow (2024), RanstadDigital (2024), KPI (2024), Musleh (2023), Nichanan (2023), Dokka (2023), Pelham (2023), SAS (2024), Harvard Business Review (2019), Forbes (2023). This corresponds with Kaur’s (2024) hypothesises.













Engineering Team:
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Finally, one said they require better communication between staff and managers, majority said it is important to transform tech into hr, another said “teams are different, and managers must be flexible because there is no "one-size-fits-all". The pay benefits were awkward, has glitches and end user sees no benefit, whilst submitting paper forms to manager. The pay system (Phoenix) failed, not paid properly, lost 2 staffs, shift workers had problems, "cloud" storage been difficult, duplications, things were lost”. This shows more needs to be done to overcome barriers to implement effective leadership styles to manage change to overcome workforce crisis regardless in terms of resources and actions. This corresponds with Chowdhury et al (2023), Fisher and Howardson (2022), Delecraz et al. (2022), Mind (2023), Useem (2017), Dutta (2018), Homes (2022) and Revin (2022), Mayer (2021), Homrig (2008, 2001), Paladan (2015), Saeed et al (2014), Susanto, et al. (2023), Tanya Sammut-Bonnici (2015), Wang and Sun (2012), Oakland and Tanner (2007), Claburn (2022) and Atkinson (2019), Sainger (2018) and Benjamin Pabst von Ohain. (2019), Gandhi et al. (2016), SAP (2024), Ahmad Muktamar B. (2023) and Hensellek (2020), Lawton and Roy (2023), Kissflow. (2024), RanstadDigital. (2024), KPI. (2024), Musleh (2023), Nichanan. (2023), Dokka. (2023), Pelham (2023), SAS. (2024), Harvard Business Review. (2019), Forbes. (2023). This also corresponds with Kaur’s (2024) hypothesises.


Conclusion:
With regards to this, this shows although they recognise the changes they went through what they require from their leaders, challenges encountered and how they were managed and they understand the ways to manage conflict to reach a solution, as well as measures taken to understand and meet staffing needs, in fact, more is required to address skills gap, manage challenges, manage conflict to reach a resolution as well as actions are required to be taken to overcome workforce crisis within their organisation. This also corresponds with Kaur’s (2024) hypothesises.









Data Analysis: Discussion of Results: 
11 Anonymous Adult Interviews
According to Appendix 4 (Kaur, 2024) 11 anonymous interviews data analysis, which correspond with Chowdhury et al (2023), Fisher and Howardson (2022), Delecraz et al. (2022), Mind (2023), Useem (2017), Dutta (2018), Homes (2022) and Revin (2022), Mayer (2021), Homrig (2008, 2001), Paladan (2015), Saeed et al (2014), Susanto, et al. (2023), Tanya Sammut-Bonnici (2015), Wang and Sun (2012), Oakland and Tanner (2007), Claburn (2022) and Atkinson (2019), Sainger (2018) and Benjamin Pabst von Ohain. (2019), Gandhi et al. (2016), SAP (2024), Ahmad Muktamar B. (2023) and Hensellek (2020), Lawton and Roy (2023), Kissflow. (2024), RanstadDigital. (2024), KPI. (2024), Musleh (2023), Nichanan. (2023), Dokka. (2023), Pelham (2023), SAS. (2024), Harvard Business Review. (2019), Forbes. (2023). 
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The NHS Team interview participants feel more integrated technology changes took place in workplace, whereas another said not applicable. In terms of their thoughts on applying effective leadership styles to enhance productivity and improve performance levels when it comes to alternative working and flexible working, participants said Supporting flexible working is hard in their line of work and another said understanding, compassion, training and non-teaming up is important part of this process. In terms of their company’s strategy around digital transformation and managing change, one participant said not sure, and another said training and easy videos as reminders how to access systems. This shows resources are required to embrace digital transformations. When it comes to challenges encountered and how were they overcome, one participant said not sure, another said software didn’t collect data that was helpful for researcher’s aka patient’s appointment bookings and didn’t tell if people had cancelled to rebook or simply cancelled. This also corresponds with Kaur’s (2024) hypothesises.


In relation to measures taken to understand and meet staffing needs, to overcome workforce crisis, one participant said they utilised locum staff ad agency, as is national news that NHS needs help, whereas another said they utilised group meetings and discussions. In terms of their thoughts on future of digital e-HRM, one said not sure, another said it would be helpful and good way to manage issues but in person meetings also helpful to understand. With regards to their recommendations for other organisations in terms of overcoming crisis, one participant said they don’t have any recommendations, another said they recommend better trainings or videos to help individuals in accessing software, privacy and HRM shouldn’t be robotic but instead be ways to submit appointment or video appointments. This shows to overcome challenges, actions are required to overcome workforce crisis. This also corresponds with Kaur’s (2024) hypothesises.










IT:
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According to Appendix 4 (Kaur, 2024) 11 anonymous interviews data analysis, IT Team interview participants feel 2 new colleagues changes took place in their workplace, whereas another said making their own apps and websites and creating an project management and CRM tool, as well as used Trello to keep track of tasks and documents then added Google Drive to organise documents and used Notion to keep track of tasks, and have transfer all the documents over to it. One more participant said towards digital marketing changes took place and another said not applicable. This corresponds with Kaur’s (2024) hypothesises.


When it comes to their thoughts on applying effective leadership styles to enhance productivity and improve performance levels when it comes to alternative working and flexible working, the participants said Good communication between the leaders and employees. This shows how the skills required to overcome challenges in workplace. Another said they think it is important for organisation to consider alternative and flexible working, as they think effective leadership style is trusting your employees especially if they prove to be hard workers for example if an employee shows that they can get their work done than there should freedom to what time they work in a day. One more participant said by applying effective leadership styles, such as transformational leadership and servant leadership, can enhance productivity and improve performance levels in alternative and flexible working by fostering a culture of trust, encouraging innovation, promoting work-life balance, and providing clear communication and support tailored to individual and team needs. Another said managers can rethink when employees work together, who collaborates, and how information is shared, which is important part of this process. This shows the importance of effective leadership styles to be implemented to manage change whilst digital transformation. This also corresponds with Kaur’s (2024) hypothesises.


In terms of their organisation’s strategy around digital transformation and managing change, one participant said very open in applying more new digitalization features, another said they think their organisation spots a problem, like ones mentioned in four then it is brought to our attention, their boss takes it upon themself to come with a solution, tried to get team thoughts on it and help. Like with name change, they all had to come with a name. Then implementing change. However, there is not enough directions and explanations to explain what is expected of us, which can cause more conflict than good. One more participant said it significantly can enhance productivity and improve performance levels in alternative and flexible working environments by fostering trust, promoting autonomy, providing clear communication and support tailored to individual needs, another participant said not applicable. This shows understanding of effective leadership styles to embrace digital transformation for enhancing productivity, improving performance levels, however this shows skills gap need to be addressed. This corresponds with Kaur’s (2024) hypothesises.


When it comes to challenges encountered and how were they overcome, one said to have a plan how to respond to customers depending on situations (a bug reported/ a question asked). They overcome this by brainstorming ideas and end up creating some sort of flowchart to use. Another said people mistyping CR8T as Create, which led to change in name to make sure people could type it in when Googling it. For some team members including boss, was confusing to have documents in Trello and Google Drive as is hard to sort, no overview of projects, do not know where to find documents from other teams. They transfer everything over to Notion, created many pages, each user research gets its own page. This shows importance of problem-solving skills to overcome challenges, manage changes, requirements from leaders, manage conflict to reach solutions, measures taken to understand and meet staffing needs. This corresponds with Kaur’s (2024) hypothesises.


One more participant said as IT/marketing executives, common challenges encountered include keeping up with rapidly changing technology and market trends, integrating new digital tools, managing remote teams, and ensuring data security. These challenges can be overcome by continuous learning, adopting agile methodologies, fostering strong team communication, and implementing robust cybersecurity measures, whereas, another participant said not applicable. In relation to the measures taken to understand and meet staffing needs, to overcome workforce crisis, one participant said they utilised an open discussion between all the staffs, another participant said the boss identify a problem and solution for it but what she often expects us to work on achieving the solutions that she comes up with and doesn't really get our opinions on what think of the problem and solution. This shows importance of doing more to address skills gap, manage challenges, manage conflict to reach a resolution as well as actions are required to be taken to overcome workforce crisis in organisation. In times of change, they often feel to give clear directions and explanation to what is expected of us, and this leads to confusion, causes tension, and unnecessary back and forth. One more participant said to understand and meet staffing needs and overcome the workforce crisis, measures such as conducting regular employee surveys, implementing flexible working arrangements, investing in professional development and training programs, offering competitive compensation and benefits, and utilizing data analytics to forecast staffing requirements were taken, whereas another said not applicable. In terms of their thoughts on the future of digital e-HRM, one participant said they have positive thoughts on the future of digital e-HRM and believe AI can improve a lot the way we work in the future. This corresponds with Kaur’s (2024) hypothesises.


Another participant said they think it is going to be hard because it seems like companies don't always listen to their staff and gain their feedback to decision being made. This shows although they recognise changes they went through what they require from their leaders, challenges encountered and how they were managed and they understand ways to manage conflict to reach a solution, and measures taken to understand and meet staffing needs, in fact, more is required to address skills gap, manage challenges, manage conflict to reach a resolution as well as actions are required to be taken to overcome workforce crisis within their organisation. This also corresponds with Kaur’s (2024) hypothesises.


One more participant said in their opinion, it looks promising, with advancements in AI, machine learning, and data analytics enabling more efficient, personalized, and strategic HR processes, enhancing employee experiences, and providing actionable insights for better decision-making. Whereas, another participant said it holds immense potential and can create more dynamic employee experience. With regards to their recommendations for other organisations in terms of overcoming crisis, one participant said good communication, another participant said they think in terms of overcoming crisis, organisation needs to communicate with employees to understand their take on both the problem and get their opinions on the solution as well. The employees should have a say in what becomes the solution. There is should detailed instructions and explanations to what is going on and what should be expected from staff. With regards to this, this shows more is required to address skills gap, manage challenges, manage conflict to reach a resolution and actions are required to overcome workforce crisis. This corresponds with Kaur’s (2024) hypothesises.


One more participant said to overcome crises, organisations should focus on agile leadership, clear communication, employee support, diversifying supply chains, leveraging technology for remote work, maintaining financial flexibility, and continuously assessing and adapting strategies based on real-time data and feedback. Another participant said Communication, Adaptability, Employee Well-being and Financial Resilience including Collaboration is important part of this process. This shows importance of addressing skills gap, manage challenges, manage conflict to reach a resolution and actions are required to be taken to overcome workforce crisis. This also corresponds with Kaur’s (2024) hypothesises.

Legal Services:
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According to Appendix 4 (Kaur, 2024) 11 anonymous interviews data analysis, the Legal Services Team interview participants feel Hybrid Work changes took place in their workplace, whereas another said The way they deliver support and the services we can refer to, how they do police advocacy as well as the ways they update their case notes. When it comes to their thoughts on applying effective leadership styles to enhance productivity and improve performance levels when it comes to alternative working and flexible working, one of the participants said they think it is very important for managers and supervisors to check in regularly on all the employees, especially from a mental health perspective and holding regular online meetings. This shows a call for strong leadership, and more is required to retain staff and manage change successfully. This also corresponds with Kaur’s (2024) hypothesises.
Whereas another participant said they think it is important especially because there is a need of a strong leader to depend on in their line of work. In terms of their organisation’s strategy around digital transformation and managing change, one participant said they pretty much do what they suggested in their previous response. Whereas another participant said they not sure, they can work in the office or through their phones it has always been that way. Additionally, when it comes to challenges encountered and how were they overcome, one participant said responses to emails are not as frequent as they should be, and management is still working on it. Another said quite a lot of staff turnover, but they employed somebody new, and they not left yet and has been a very positive change. This shows although they recognise the changes they went through what they require from their leaders, challenges encountered and how they were managed and they understand the ways to manage conflict to reach a solution, as well as measures taken to understand and meet staffing needs, in fact, more action is required to address skills gap, manage challenges, manage conflict to reach a resolution and actions are required to be taken to overcome workforce crisis. This also corresponds with Kaur’s (2024) hypothesises.


In relation to the measures taken to understand and meet staffing needs, to overcome the workforce crisis, one participant said they utilised regular meetings with group bonding activities and fun ice breakers, whereas another said they utilised Bi-monthly staff meetings where they have snacks and games. It is very informal, so it feels more like a conversation when you bring up issues rather than a report. In terms of their thoughts on the future of digital e-HRM, one participant said they think if implemented correctly it can be a very good addition, whereas another said positive. With regards to their recommendations for other organisations in terms of overcoming crisis, one participant said to do what their managers did, whereas another said they recommend empathetic communication and active listening with subordinates. This shows they recognise the changes they went through what they require from their leaders, challenges encountered and how they were managed, and they understand the ways to manage conflict to reach a solution, as well as measures taken to understand and meet staffing needs, in fact, more is action is required to address skills gap, manage challenges, manage conflict to reach a resolution and to overcome workforce crisis. This also corresponds with Kaur’s (2024) hypothesises.










Manufacturing:
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According to Appendix 4 (Kaur, 2024) 11 anonymous interviews data analysis, Manufacturing Team interview participants feel so many during the time they was there, apply new HR system, apply new production system, changes in ways of working during Covid time where changes took place in their workplace. When it comes to their thoughts on applying effective leadership styles to enhance productivity and improve performance levels when it comes to alternative working and flexible working, participants said transformational style is important to empower staff & autonomy to foster sense of ownership. Additionally, transactional style is important in terms of giving clear expectation & reward from the beginning to manage/evaluate performance. This shows importance of effective leadership styles to overcome workforce crisis. This also corresponds with Kaur’s (2024) hypothesises.


In terms of their organisation’s strategy around digital transformation and managing change, one participant said for example, when they change a part of HR system for Production team, they went through  few main steps like establish a change task force from HR & Production, choose a production line as a control group to test new system, feedback & improve and run new system for whole production team. When it comes to challenges encountered and how were they overcome, one participant said employees don't know how to use new system, training where after training session, make sure training materials are available & easy to access, mistakes will occur while using new system and buffer time for to fix these mistakes in first few rounds of using new system. This shows importance of addressing skills gap to overcome workforce crisis and to successfully manage change whilst digital transformation. This corresponds with Kaur’s (2024) hypothesises.


In relation to the measures taken to understand and meet staffing needs, to overcome the workforce crisis, one participant said they utilised predicting analysis & budgeting. Management board release next year strategy around Q4 of this year so HODs & managers can start to predict the headcount needed in next year, put into budget for Board review. In terms of their thoughts on the future of digital e-HRM, one participant said it is necessary, it helps to improve the efficiency for payroll, HR report, etc. Also helps for advanced analytic & predictive modelling. With regards to their recommendations for other organisations in terms of overcoming crisis, one participant said consistent communication, make sure the messages are consistent & make sure an official communication channel is established to get rid of unnecessary rumours. Involve neutral parties when necessary, can be consultant, HR or change task force members. This also corresponds with Kaur’s (2024) hypothesises.

Finance and Banking:
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According to Appendix 4 (Kaur, 2024) 11 anonymous interviews data analysis, Finance and Banking Team interview participants feel digitalisation changes took place in workplace, whereas another said new HR software implementation. When it comes to their thoughts on applying effective leadership styles to enhance productivity and improve performance levels when it comes to alternative working and flexible working, one participant said democratic is important part of this process, whereas another said leadership skills like adaptability and communication needed to align the e team. In terms of their organisation’s strategy around digital transformation and managing change, one participant said low cost, and another said encouraging remote working. This shows calls for more leadership skills that align with team. When it comes to challenges encountered and how were they overcome, one said procedure complexity, another said collaboration and communication among team members. Encountered by working via Microsoft teams and Outlook. 


In relation to measures taken to understand and meet staffing needs, to overcome workforce crisis, one participant said they utilised face-to-face meeting, whereas another said they provided more flexible working arrangements, like remote, hybrid working. In terms of thoughts on future of digital e-HRM, one said they expect it, whereas another said they need to up-skill HR in terms of digital skills and AI. This corresponds with Kaur’s (2024) hypothesises. With regards to recommendations for other organisations in terms of overcoming crisis, one said predict risks, whereas another said they recommend making recruitment process more adaptable and flexible. This shows more actions are required to address skills gap, manage challenges, manage conflict to reach a resolution, to overcome workforce crisis. This also corresponds with Kaur’s (2024) hypothesises.


Conclusion:
Finally, this further shows although some participants understand various situations, they require certain leadership styles to be implemented in different branches, which is also a skills gap. This shows lack of knowledge to understand and implement leadership styles to address workforce crisis whilst managing change. This shows understanding role of digital transformation, recognised they experienced digital transformation and where they did not. 


In addition to this, this shows skills gap and lack of leadership understanding to adopt different leadership styles simultaneously. This shows HR must be involved simultaneously to successfully manage change whilst digital transformation to address any skills gap, which shows lack of communication, collaboration, engagement and teamwork etc. There is lack of change understanding, more needs to be done to overcome barriers to successfully implement effective leadership styles, manage change, to overcome workforce crisis regardless of position in company. These corresponds with Chowdhury et al (2023), Fisher and Howardson (2022), Delecraz et al. (2022), Mind (2023), Useem (2017), Dutta (2018), Homes (2022) Revin (2022), Mayer (2021), Homrig (2008, 2001), Paladan (2015), Saeed et al (2014), Susanto, et al (2023), Tanya Sammut-Bonnici (2015), Wang and Sun (2012), Oakland and Tanner (2007), Claburn (2022), Atkinson (2019), Sainger (2018), Benjamin Pabst von Ohain. (2019), Gandhi et al (2016), SAP (2024), Ahmad Muktamar (2023), Hensellek (2020), Lawton and Roy (2023), Kissflow (2024), RanstadDigital (2024), KPI (2024), Musleh (2023), Nichanan (2023), Dokka (2023), Pelham (2023), SAS (2024), Harvard Business Review (2019), Forbes (2023). This also corresponds with Kaur’s (2024) hypothesises.





Ethics and Safety
The data was stored securely for research purposes only, and organisation manager and employees were ensured data is strictly confidential and anonymous. In fact, Kaur (2024) conducted practical based research with staff, which were over 18 adults, mixture of men and women in various digital transformation businesses in many sectors, such as IT, and NHS, due to ethical reasons, (Kaur, 2024). In addition, Kaur (2024) secured their consent through questionnaires form, interviews form, answered questions, taken their wishes into consideration, safeguarded their confidentiality and anonymity, and explained education provider will know and will not disclose to anyone else. In term of data analysis, no risks of dropouts identified. As originally thought, there may be risks of drop-outs due to pressure of workload, pandemic, and physical exhaustion. This data analysis process had various health benefits without side effects like provided listening skills to prevent anxiety, provided reassurance and instilled confidence in organisation. This corresponds with Kaur’s (2024) hypothesises.


Limitations 
For quantitative research to be successful, this requires carrying out larger scale of sample size, which may not be possible due to lack of resources in organisations. The limitations highlighted by Choy (2014) for qualitative research are cultural analysis of process is time-consuming, and an important issue could be unnoticed. Therefore, there may be limited interpretations to personal experiences, knowledge influence and observations and as a result limited conclusion. Whereas, qualitative research is open-ended where participants have more control over content of data being collected. This also corresponds with Revin (2022) and Useem (2017). This also corresponds with Kaur’s (2024) hypothesises.
Limits of Reliability 
According to Gog and Paas (2008), reliability is important for validity to maintain accuracy in data. They state although there was validity of reliable data gathered met hypothesises successfully, it is however inevitable that validity may not be guaranteed and there may still be some further research required around certain conflicting perspectives and debates. This may be due to many contributing factors like, shorter timescale, the less reliable and less valid data is. Whereas, longer timescales ensure more reliable and valid data due to more time being invested into the research, making it as in-depth and accurately measured as possible, stated Gog and Paas (2008). Additionally, format of items with select-type items tends to be more reliable than tests with supply-type or other subjectively scored items. Hence, Kaur (2024) utilised multi-item scale to ensure limits to reliability was reduced significantly. This also corresponds with Kaur’s (2024) hypothesises.


Validity and Reliability
It is important to understand reason behind their behaviours, as this type of research is broad and open-ended, allowing participants to raise issues that matter most to them. The data was reliable because research was conducted was via primary and secondary data at the relevant organisation with their managers and employees and secured consent for research purposes. The validity of research was maintained via applying theory to validate data without bias by identifying strengths and weaknesses and reaching a conclusion whether hypothesises were proved accurate or not. This also corresponds with Revin (2022) and Useem (2017). 


In fact, Kaur (2024) utilised a multi-item scale for reliability and validity of data that was collected, as well as parametric data via psychometric scale. In addition, Kaur (2024) utilised a verbal anchor label via a rating scale called Likert-Type scale. As the data collection process consisted of mixture of open ended and closed ended to get as much in-depth data as possible, the variables during data collection were measured via dichotomous scale of yes or no, nominal polytomous scale in terms of gender and age, ordinal polytomous scale in terms of strongly agree etc. Also, Kaur (2024) utilised a ratio scale in terms of a specific amount for accuracy in data, as opposed to interval scale of 20-30 etc to determine the age group and utilised a constant scale of providing one answer such as job title. This also corresponds with Kaur’s (2024) hypothesises.


Finally, Kaur (2024) utilised categorial variables such as bar graphs, nominal scale such as pie charts. Also, utilised bounded continuous scales of line graphs using dependent variables on thinking, feelings and emotions and independent variables such as situation based. The data was reliable because research was conducted via primary and secondary data at relevant organisation with their staff and secured consent for research purposes. The validity of research was maintained via applying theory to validate interview data without bias by identifying strengths, weaknesses and reaching conclusion whether hypothesises were proved accurate or not. This corresponds with Kaur’s (2024) hypothesises.





5) Chapter Six: Conclusions 
Leadership Conclusions
In conclusion to this, there is enough evidence to emphasis correspondence of Kaur (2024) hypothesis results with theory that incorporating strategic, servant, situational, democratic, transformational, transactional, inclusive leadership style is important to focus on people management skills, which investigate other contributing factors like other leadership styles, organisational climate, structure, personal self-report factors, characteristics of organisational environment to manage conflict and change, stated (Homrig (2008, 2001), Paladan (2015), Saeed et al (2014), Susanto, et al. (2023), Tanya Sammut-Bonnici (2015), Wang and Sun (2012), Oakland and Tanner (2007), Dutta (2018), Moreno, 2022). This also corresponds with Kaur’s (2024) hypothesises.


NHS Conclusions
In conclusion, it is important to provide beneficial incentives to improve their wellbeing and provide a supportive return to work process by monitoring their absences to provide a supportive reasonable adjustment at work when they return. It is important to provide easy access to effective support system to confidently address concerns and provide supportive, effective solution to improve workforce satisfaction, enhance confidence in their company. In fact, with preparation and communication, many disasters can be prevented and provide opportunities in return. This shows incorporating psychological safety in inclusive leadership style to alleviate distress can be positively effective via introducing coping strategies, supportive behaviours, clear communication to ensure healthy well-being, (Homrig 2008/2001, Paladan 2015, Saeed et al 2014), Susanto et al 2023, Tanya Sammut-Bonnici 2015, Wang and Sun 2012, Oakland and Tanner 2007, Dutta 2018, Moreno 2022). This also corresponds with Kaur’s (2024) hypothesises.
Digital Transformation Conclusions:
Overall, lessons learnt from digital transformation businesses, IT, Microsoft, and various sectors can help other organisations like NHS to overcome workforce crisis, which shows pandemic revealed strength and courage of conviction throughout international healthcare systems, (Warraich, et al. 2020). This empowered clinicians from diverse specialisms to be leaders and they have risen to this challenge, as their skills in adaptability, managing uncertainty and service delivery have been tested, which is important part of future research being conducted. This show putting customers first and communicate with friendly approach is extremely important strength for person-centred business strategies. Therefore, difference between crisis and disaster is preparation and communication to manage communication to turn that crisis into opportunity. This also corresponds with Kaur’s (2024) hypothesises.


Likewise, Microsoft was first to publish a transparency report on how company handles complaints, which provides leading example for other companies like NHS to follow, despite business risks, which must be dealt with transparency and accountability, (Claburn 2022, Atkinson 2019, Paladan 2015, Susanto, et al. 2023, Tanya Sammut-Bonnici 2015, Wang and Sun 2012 and Oakland and Tanner 2007). This shows strategies will be developed to implement hybrid workforce in future, to enhance performance levels and adapt to market uncertainty. This can be achieved via developing appropriate conditions, strategies, resources in companies that will allow staff to achieve AI digital skills, access to relevant knowledge and expertise-base. This process includes effective leadership to support staff, promote motivation, willingness to embrace change, innovation, and adapting to evolve. This corresponds with Kaur’s (2024) hypothesises.
Data Analysis Conclusions:
In terms of transformational leadership and quality improvement, maintaining collaborative relationships, strategic leadership and focus on organisational learning are main factors in succeeding. There is a call for financial incentives to be introduced to implement ICT initiatives. Likewise, Fisher and Howardson (2022) and Delecraz et al. (2022) state there is potential to improve trust and artificial intelligence decision-making agents by programming human characteristics, which can in turn improve relevant evidence about task-technology fit and social exchange expectations for AI digitalisation regarding fairness and improving AI digitalisation-based workplace skills. According to Singh (2023), it is possible for organisations to learn from failed digital transformation projects and from other organisations that have successfully transformed via understanding the reasons for failure, which allows organisations to avoid making the same mistakes in future. Finally, although majority of digital transformations fail, they were however, able to adjust success in future, which does not mean end of the company. Overall, this shows successful digital transformation is possible, which corresponds with hypothesises by Kaur (2024).










6) Chapter Seven: Recommendations 
NHS Recommendations 
Overall, limitations of research calls for broader study to improve understanding, knowledge, resources to develop AI digital capability in businesses. This can be achieved via interviewing in HR department on broader level to meet needs of industry and society. Therefore, more effective government action is required, and limitations shown more broad diverse evidence-based research is required for organisational support in healthcare. This includes requirements for adequate staffing levels, clear communication, guidance, mental health training for staff, resources, individualised support for those working from home, promotion of peer support in work, media and social media guidance to help people manage mental health impacts of continuous news cycle with distressing narratives. This process requires governmental support for key workers in terms of fair pay for key workers, availability of protective equipment, staffing shortages in healthcare, which must be prioritised over ‘clap for carers’. This shows digitalisation can help with preventing health centres being overcrowded, help lower infection and death rates. Therefore, long term studies are required whilst adopting digitalisation solutions to assess use over time. This corresponds with Kaur’s (2024) hypothesises.


Digital Transformation Recommendations:
Overall, further research must study predictive leadership competencies, which are learnable behaviours that produce positive effect on people and results. Thus, research must focus on leadership as a strategy and policy, for positive results in business. Further research must investigate multi-disciplinary perspectives, multi-theoretical perspectives about effects of AI digital capabilities framework on staff, managers, HRM processes, and productivity levels to assess influences of AI digitalisation systems at work. Further research must validate AI digitalisation capability framework in terms of resources and knowledge, effect of AI digital transparency, effects of trust on staff and productivity levels, experience levels of AI digital collaboration with staff, performance levels, knowledge management strategies to up-skilling, re-skilling staff and its effect on AI digitalisation and staff association, stated (Homrig (2008, 2001), Paladan (2015), Saeed et al (2014), Susanto, et al. (2023), Tanya Sammut-Bonnici (2015), Wang and Sun (2012), Oakland and Tanner (2007), Dutta (2018), Moreno, 2022). This corresponds with Kaur’s (2024) hypothesises.


Leadership Recommendations:
Overall, strategic, transformational, transactional, servant, democratic, situational, and inclusive leadership style is important for people management skills, which investigate contributing factors like company climate and structure, personal self-report factors, characteristics of company environment to manage conflict and change. This shows incorporating psychological safety in inclusive leadership style is important, as well as coaching, charismatic, supportive, pacesetting leadership styles alongside other leadership styles to alleviate distress. They are effective by introducing coping strategies, supportive behaviours, clear communication to ensure healthy well-being. Thus, with preparation and communication, disasters are prevented, and opportunities are provided. In terms of successful transformational leadership and quality improvement, maintaining collaborative relationships, strategic leadership, organisational learning are important. This also corresponds with Kaur’s (2024) hypothesises.

Data Analysis Recommendations:
The financial incentives must implement digitalisation initiatives, metrics and goals to investigate how digital transformation affects usage and performances, to make informed strategic decisions. Other factors must be considered that affect leadership such as gender, talented experts in marketing, social media analytics, ethical implications, privacy concerns, mental health, role of AI digitalisation, emerging technologies influence of political discourse, public opinions, long-term effect on society, innovative strategies for managing, mitigating misinformation and disinformation. It is important to invest in personal development to fill skills gap and study digitalisation transformation for internal usages like HR, transform recruitment, staff training, enhance HR, efficiency of talent procurement, skill advancement, continuous learning, performance. Thus, research must focus on mobile apps in business and management, which include operations, supply chain, entrepreneurship, strategic, finance, accounting, benefit from digital transformation, reduce risks of digital transformation experiencing setbacks due to serious failures.  This corresponds with Kaur’s (2024) hypothesises and further shows that businesses can learn to adopt strategies that work and successful digitalisation is possible. 
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MBA ONLINE Dissertation: Questionnaire

Thank you for your valuable time and participation in this questionnaire on: “Implementing Transformational Leadership Style in e-HRM and the Impact on
Digital Transformation: Managing Change to Overcome Workforce Crisis. A Strategic review”.

I'am a student studying MBA online through University of Wales Trinity Saint David. There are many workforce problems in organisations that are encountered,
in terms of training and retaining issues to name a few. There are many coping strategies implemented to improve psychological well-being to improve
effectiveness, productivity levels within staff. This would help investigate implementing transformational leadership style in e-HRM and the impact on digital
transformation when it comes to managing change to overcome workforce crisis as a strategic review, which can help guide other organisations to improve
performance, effectiveness, and productivity levels post pandemic.

All information provided is strictly anonymous and confidential for research purposes only.

Thank you for your time and your cooperation in providing this information for strictly confidential and anonymous research purposes only.

Researcher: Manjinder Kaur

[Email: manjinderkaur-86@outlook.com

Mobile: 07399140451

Supervisor: Glenn Behenna

University: University of Wales Trinity Saint David
University Email: 1812346@student.uwtsd.ac.uk

*By completing the Questionnaire, you are consenting for your answers to be used as data for this study.

* Required

1.
Are you above the age of 18:

O Yes

O Mo

2. What is your job role in the organisation? *

Enter your answer

3. What is your working pattern:

(] Remote
(] Hybrid

(] office

4. What type of department do you work for? *

Https:forms.office.com/Pages/ResponsePage.aspx?id=DASIKWASWOYXEja/BL Z1rORARRAAAAAAAAD_WLAEpUMOFFWUICTUGTTVp JWESFNUFFQUIKSOxHQIdu 0211212024, 151pm
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5. What are your thoughts on implementing effective leadership styles when adopting digital transformation within a company? *

Transformational
Laissez-Faire
Bureaucratic
Transactional
Visionary
Situational
Democratic
Autocratic
Strategic
Coaching
Inclusive
Servant

Al of the above

Other

6. What are your thoughts on managing attendance effectively for enhancing performance and productivity levels? *
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[ ] Remote Work effectively enhances productivity levels
(] Hybrid Work effectively enhances productivity levels
("] Attending in person enhances productivity levels

(] Allofthe above

Other

7. What type of change took place in your company? *

("] Operational
(] Transitional

("] Transformational
("] Behavioural
Cultural

("] Personnel

[] strategic

(] Technological

Other

8.
Have you been working before or after a change has been implemented?:

] Before

[ After

(] puring

9.
How did you cope with change?:

Very Well
Well

Neutral Fair

O o000 o

Very Poor

10. What affect did change have on teams morale and team relations?:
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Very Good

U
U
(] Neutral Average
U
0

Very Poor

1.
Have sickness levels improved in the company since the change?:

[ Yes
[ No

12
What affect has training days had on your work life balance?:

Very Good

Good

0
0

[] Neutral Average
0

(] very poor

13.
How long does the work takes to complete since the changes been implemented?:

(] shorter
] same
(] vLonger

14.
How satisfied are you with changes in the company?:

(] Very satisfied

(] Somewnat Satisfied

(] Neutral Neither Satisfied nor Dissatisfied
(] somewnat Dissatisfied

[] very Dissatisfied
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15.
Were changes communicated adequately throughout the process?:

(7] Yes
(] No

16.
How well do you think the change was managed within the company?:

[] Extremely well

(] Somewhat well
(] Neutral Fair

("] somewhat not well
(] Extremely not well

17.
Could the change management could have been managed differently?:

(] Yes
[ No

18.
Has workforce retention improved within the company?:

(] Yes
[ No

19.
Do you feel you have difficulty in accessing digital services?:

(] Yes
(] No

20. What challenges were encountered whilst managing change whilst digital transformation? *

Https:forms.office.com/Pages/ResponsePage.aspx?id=DASIKWASWOYXEja/BL Z1rORARRAAAAAAAAD _WLAE P UMOFFWUICTUGTTVp JWESFNUFFQUIKSOxHQidu 0211212024, 151pm
Page 5019




image11.png
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Sicknesses

Less Productivity Levels
Low Team Morale

Al of the above

Other

21. How were the challenges encountered when managing change whilst digital transformation overcome? *
Disciplinary

Dismissal

Training and/or Re-Training

Team Building Activities

Collaboration

Incentives

Benefits

All of the above

Other

22.
How satisfied are you with your digital services?:

Very Satisfied
Somewhat Satisfied

U
U
[ Neutral Neither Satisfied nor Dissatisfied
(] Somewhat Dissatisfied
0

Very Dissatisfied

23.
Do you think the digital service can be further improved ?

[ Yes
[ No

(] maybe
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24. With regards to digital transformation, what are your thoughts on the future of digital e-HRM? *

Very Positive
Somewhat Positive
Fair

Somewhat Negative

Very Negative

O
U
U
U
U
[

Other

25.
How satisfied are you with your HR managing your queries?:

Very Satisfied
(] Somewhat Satisfied
(] Neutral Neither Satisfied nor Dissatisfied
Somewhat Dissatisfied

(] Very Dissatisfied

26. What are your thoughts on managing conflict to reach a resolution? *
(] Coliaboration

("] Communication

(] Mitigation

("] Mixed Skills

(7] staff Retention

Mediation

[T Auof the above
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27. What measures were taken to understand and meet staffing needs whilst digitalising the organisation, including staff retention, managing
workforce crisis and so on? *
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28.
How satisfied are you with changes to work patterns, remote, hybrid, office?:
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29. With regards to transformational leadership and change management whilst digital transformation, what are your recommendations for
other organisations in terms of overcoming workforce crisis within their organisation? *
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30. Other Additional Comments?:

Enter your answer

31.
Please provide your feedback on this questionn:

Enter your answer
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" Microsoft 365
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MBA Online Dissertation: Interview Survey

‘MK’ refers to Manjinder Kaur, the researcher
‘P71’ refers to Participant,

The survey was carried out in a confidential environment to have an open and honest discussion. The survey
conducted was for few minutes due to the Participant's schedule. Therefore, the survey consisted of semi-
structured with preliminary questions that were relevant to the research. The purpose of the research was
explained and ensured that the research was strictly anonymous and confidential in the dissertation.

The Interview Survey is on: “Implementing Transformational Leadership Style in e-HRM and the Impact on
Digital Transformation: Managing Change to Overcome Workforce Crisis. A Strategic review”.

Thank you for your valuable time and participation in this questionnaire on: “Implementing Transformational
Leadership Style in e-HRM and the Impact on Digital Transformation: Managing Change to Overcome Workforce
Crisis. A Strategic review”.

| 'am a student studying MBA online through University of Wales Trinity Saint David. There are many workforce
problems in organisations that are encountered, in terms of training and retaining issues to name a few. There are
many coping strategies implemented to improve psychological well-being to improve effectiveness, productivity
levels within staff. This would help investigate implementing transformational leadership style in e-HRM and

the impact on digital transformation when it comes to managing change to overcome workforce crisis as a strategic
review, which can help guide other organisations to improve performance, effectiveness, and productivity levels
post pandemic.

MK: Thank you for taking the time to answer my questions today, your responses are valuable part of my
research.

Thank you for your time and your cooperation in providing this information for strictly confidential and
anonymous research purposes only.

Researcher: Manjinder Kaur
Email: manjinderkaur-86@outlook.com
Mobile: 07399140451

Supervisor:Glenn Behenna
Univel niversity of Wales Trinity Saint David

University Email:1812346@student.uwtsd.ac.uk

*By completing the Interview Survey, you are consenting for your answers to be used as data for this
study.

* Required

https:/[forms.office.com/Pages/ResponsePage.aspx?id=DQSIkWdsWOyxEjajB...NUFEOVICTESISDVLM2ZVWVQxOEIzSkQyQS4ugorigin=Invitation&channel=0 02/12/2024, 1:57 pm
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1. What company do you work for? *

Enter your answer

2. What is your job role

Enter your answer

3. Tell me about yourself and the background of the organisation that you are working for?

*

Enter your answer

4. What sort of changes took place in your workplace?

*

Enter your answer

5. What are your thoughts on apply effective leadership styles to enhance productivity and improve
performance levels when it comes to alternative working and flexible working?

*

Enter your answer

6. What is your organisation’s strategy around digital transformation and managing change?

*
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Enter your answer

7. What challenges were encountered and how were they overcome?

*

Enter your answer

8. What measures were taken to understand and meet staffing needs, to overcome the workforce
crisis?

*

Enter your answer

9. What are your thoughts on the future of digital e-HRM?

Enter your answer

10. What are your recommendations for other organisations in terms of overcoming crisis?
*

Enter your answer

Never give out your password. Report abuse

B Microsoft 365

This content is created by the owner of the form. The data you submit will be sent to the form owner. Microsoft is not responsible for the privacy
or security practices of its customers, including those of this form owner. Never give out your password.

Microsoft Forms | Al-Powered surveys, quizzes and polls Create my own form
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30. Other Additional Comments?:
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‘MK’ refers to Manjinder Kaur, the researcher
‘P71’ refers to Participant,

The survey was carried out in a confidential environment to have an open and honest discussion. The survey
conducted was for few minutes due to the Participant's schedule. Therefore, the survey consisted of semi-
structured with preliminary questions that were relevant to the research. The purpose of the research was
explained and ensured that the research was strictly anonymous and confidential in the dissertation.

The Interview Survey is on: “Implementing Transformational Leadership Style in e-HRM and the Impact on
Digital Transformation: Managing Change to Overcome Workforce Crisis. A Strategic review”.

Thank you for your valuable time and participation in this questionnaire on: “Implementing Transformational
Leadership Style in e-HRM and the Impact on Digital Transformation: Managing Change to Overcome Workforce
Crisis. A Strategic review”.

| 'am a student studying MBA online through University of Wales Trinity Saint David. There are many workforce
problems in organisations that are encountered, in terms of training and retaining issues to name a few. There are
many coping strategies implemented to improve psychological well-being to improve effectiveness, productivity
levels within staff. This would help investigate implementing transformational leadership style in e-HRM and

the impact on digital transformation when it comes to managing change to overcome workforce crisis as a strategic
review, which can help guide other organisations to improve performance, effectiveness, and productivity levels
post pandemic.

MK: Thank you for taking the time to answer my questions today, your responses are valuable part of my
research.

Thank you for your time and your cooperation in providing this information for strictly confidential and
anonymous research purposes only.

Researcher: Manjinder Kaur

Email: manjinderkaur-86@outlook.com

Mobile: 07399140451

Supervisor:Glenn Behenna

University:University of Wales Trinity Saint David
University Email:1812346@student.uwtsd.ac.uk

*By completing the Interview Survey, you are consenting for your answers to be used as data for this
study.

* Required
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'g0od, refraining to ensure all understand new tech to effectively implement changes and It is something to consider.

4) Wholesale Team = 3

st

‘Answers:

3 seniors

office

Talssez-Faire, Inclusive; Strategic;

All options are effective fo enhance productivity levels

Operational and strategic.

During; after

Mostly sald well, few said Neutral Fair;

EREREREEE

Mostly said very good and neutral average, one said poor

|

‘All'said No

Mostly sald good, one sald neutral average

28

Mostly said shorter and same, one said longer

|
|

‘majority said very safisfied and somewnhat salisfied, one said somewhat dissatisfied

MaJorfty sald o, one said yes

‘majority said_neutral fair, few said_somewhat well

MaJorfty sald no, one said yes

‘All'said no,

Malorfty sald o, one sald yes

TT SKills, less productivity levels absences, low team morale and absences

Collaboration and disciplinary

majority said_somewnhat safisfied and neutral nelther satisfied nor dissatisfied, one said somewhat dissatisfied

MaJorfty sald yes, one said no

Majority said Tair, one said very negative

Majority said somewnhat safisfied and neutral nelther satisfied nor dissafisfied, one said somewhat dissatisfied

collaboration, communication, Staff retention

Totivation, disciplinary, re-sKiling

majority said_somewnhat safisfied and neutral nelther satisfied nor dissafisfied, one said somewhat dissatisfied

Collaboration, benefits, empower.

EREREERE MM EEREE

o,

Ed

OK, UsefulTnsight To understanding better of leadership Within current company.
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jal Services Team = 3

Answers:

Tunors. 1 senfor

‘Gffice, remote

Talssez-Faire; fransformational, Inclusive; coaching; one said all of the options

All options are effective fo enhance productivity levels

perational and personnel

During

Mostly said well, one said Neutral Fair;

EEEEEERE

Mostly said good and neutral average, one said poor

|

Mostly said no, one said yes

Mostly said poor, one said good

28

Mostly said shorter and same, one said longer

|
|

‘majority said somewhat safisfied, one said somewhat dissatisfied

AlTsaid yes

‘majority said somewhat well, one said somewhat not well

AlTsaid yes

MaJority Sad o, one sald yes

All'said no

TTSKls, sicknesses, Tess productivity Tevels, Tow team morale

Team bullding activitles, Incentives, collaboration, and disciplinary

‘majority said somewnhat salisfied, one said neutral nefther satisfied nor dissatishied

Allsaid yes,

"AlTsaid somewhat positive and very positive

Majority said somewnhat safisfied, one said very dissatisfied

collaboration, mediation, communication, staff retention, mitigation, mixed sKIls

Totivation, buddy. up-skiling, re-sKilling, provide support System, incentives, disciplinary

‘majority said somewnhat safisfied, one said neutral nefther satisfied nor dissatisfied

Tncrease pay, employee engagement, recognition, reward, benefits, invest In training, diversity talent, flexible
working, collaboration, incentives, HR technology, altermative working pattems

EREEEERREIEREREEE

Working from horme.

Ed

‘majority said It was difficult to understand and confusing

g Hospitality and Restaurant Team = 6

Answers:

 Juniors, 1 senior

Office, remote, hybrid

Talssez-Taire, visionary, inclusive, coaching, democratic, transactional, situational, , transitional, transformational, servant
and strategic

All options are effective fo enhance productivity levels

Operational, cultural, behavioural, and personnel

Before, During and After

2899 29

Mostly sald well and very well, fow said Neutral Fair;

Mostly sald neutral average, fow sald good

|

‘All'said no,

28

Mostly sald neutral average and poor, fow said good

Mostly said same, few said longer

|
|

‘majorlty were very dissafisfied and neutral nefther safisfied or dissatisfied, few said somewhat satisfied,

Half said yes, another half said no

‘majority said neutral fair and somewhat well, few said somewhat not well

Mafority sald yes, few said no

Half said yes, another half said no

majorfty said no, few said yes

TT SKills, sicknesses, less productivity levels, absences, low team morale while one said all of the options

Tralning and or re-Training, team buliding activities, collaboration, disciplinary

majorfty sald somewhat satisfied and neutral nefther satisfied nor dissatisfied, few sald somewhat dissatistied

Mafority sald yes, few sald no

Tajorlty sald somewhat positive and fair,_one sald very negative

Talf said somewnhat dissatistied and very dissatistied, another half said neutral nefther satisfied nor dissatisfied and
somewhat satisfied

collaboration, mediation, communication, staff retention, mixed SKils

Totivation, buddy, mitigate, up-sKling, re-SKIling, provide support system, mediation, Incentives, benefits, motivation,
buddy, up-skilling, provide support system

‘majority said somewnhat safisfied and neutral nefther satisfied or dissatisfied, few said somewnhat dissatisfied or very
dissatisfied

Tncrease pay, employee engagement, recognition, reward, benefits, flexible working, empower, Incentives, HR technology,

2 § 8 88 99888833333

alternative working pattems, few said all the options
No

E

good, 1t Is different for branches, it was difficult fo understand due fo working In hospitality
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7) _Manufacturing Team = 6
q’s:

Answers:

D 5 seniors, 1 Junior

a3 Office, hybrid

Q5 Visionary, Inclusive, democratic, fransactional, ransformational, servant, autocratic, and strategic
Q6 "All options are effective to enhance productivity levels

Q7 ‘operational, cultural, technological, personnel and strategic

[ Before, During, After

Q9 half said well, another half said neutral fair
Qi alf said good and very good, another half said neutral average
Qi Half said yes, another half said no
Q12 ‘majority said good and neutral average, one said poor
af3 Mosfly said shorter and same, one said longer
Q14 ‘majority said very satisfied and somewhat satisfied, few said neutral nefther satisfied or dissatisfied and somewhat

dissatisfied

Maforfty sald yes, fow said no

‘majority said somewhat well, few said neutral fair or somewhat not well

Maforfty sald yes, fow said no

MaJorfty sad yes, one said o

Majority said no, one said yes

TT KIS, Sicknesses, less productivity levels, absences, low Team morale

Tralning and of re-training, team bullding activities, Incentives, collaboration, disciplinary, few said all of the options

half said somewhat safisfied and very satisfied, few said neutral nefther satisfied nor dissatisfied

Mafority sald yes, one sald maybe

Majority said very positive and somewnhat positive, few said somewhat negative and fair

‘majority were somewhat salisfied, very satisfied and neutral neither satisfied nor dissatisfied, one said somewhat
dissatisfied

Communication, mifigation, and all of the options

mofivation, mitigate, up-skiling, provide support system, mediation, incentives, benefits, dismissal, few said all the
options

‘majority said somewnhat safisfied, one said neutral neither satisfied nor dissatishied

Tncrease pay, employee engagement, reward, benefits, Invest in training, flexible working, collaboration, incentives, HR |

technology, few said all the options

N/A, Ok, no

28 S8 95 BYBR8E32324

500d, oK, Tt was a good exposire

Tnsurance Team =1

‘Answers:

T Juntor

remote

Thclusive; stralegic

All options are effective fo enhance productivity levels

Behavioural

During

well

28229985 3

good

|

no

28

Noutral average

same,

|
|

Somewnhat satisfied

yes
somewhat well,

no

yes

no

TT sKills,

Team bullding activities, fraining and or re-training

Somewhat satisfied,

yes,

Somewhat positive

neutral nefther satisfied nor dissatisfied

"AlTthe options

"AlTthe options

Very salisfied,

employee engagement, flexible working, alternalive working patterns

na

EEEEERRREIMEREREEE

na
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9) Human Resource Team =7

q’s:

Answers:

D

5 seniors, 2 juniors

Office, remote, hybrid

Talssez-Taire, visionary, inclusive, coaching, servant, democratic, siuational, ransformational, and strategic

Al options are effective to enhance productivity levels

Transitional, transformational, operational, behavioural, technological;

Before, During, After

Tafority Sald well and very well, few said neutral fair

28822128

Mostly said good, few said neutral average,

2

Mostly said yes, few said no

Allsaid good

EE]

Mostly said shorter and same, few said longer

2
E|

‘majorlty said very satisfied and somewnhat satisfied, few said neutral neither satisfied or dissatisfied

Mostly said yes, few sald no

malority said somewhat well or neutral fair, few said somewhat not well

Mostly said yes, few said no

Mostly said yes, few sald no

Mostly said no, one sad yes

TT sKills, sicknesses, absences, low team morale

dismissal, training and or re-training, team bullding activities, Incentives, collaboration, benefits

‘majority said somewhat salisfied and very salisfied, few said neutral nefther satisfied nor dissatisfied

Mostly sald yes, one sald maybe

WiaJorfty sald somewhat positive and very positive while one Sald very negative

‘majority said somewnhat safisfied, few said neutral nefther satisfied nor dissatishied

collaboration, mediation, communication, staff retention, mitigation, mixed SKIlls

Tofivation, Up-SKiling, re-SKilling. provide support system, medration, Incentives, beneflts, and one said all the options

majority said somewnhat salisfied or very satisfied with the changes to working patterns, few said somewhat dissatisfied and
neutral neither satisfied nor dissatisfied

ncrease pay, employee engagement, recognition, reward, benefits, invest In training, diversify talent, collaboration, empower,
HR technology, few said all the options

2 8 8858588882825

Hybrid Is best

i

Majority said good, one said it was well structured

10) Education, Careers and Children’s Services Team = 20

[@s:

‘Answers:

T2 Juniors, 8 seniors

Office, remote, hybrid

Visionary, inclusive, coaching, autocratic, servant, democratic, situational, transformational, and strategic, few said all the options
and one said do not know what that means

All options are effective fo enhance productivity levels

Transitional, transformational, personnel, technological, operational, cultural, behavioural, and strateglc, some sad they were
unsure; one said not sure due to remote working

Before, During and After

ddd dd ddd

alorfty sald well and very el few sald neutral far

‘majority said good and very good effect, few said neutral average

g

Mostly said no, few said yes

alority sald very good and good, few sald nutral average

Mostly said shorter and same, few said longer

majorlty said very satisfied and somewhat satisfied, few said neutral neither satisiied or dissatisfied

Mostly said yes, few sald no

Tajorlty sald somewhat well or extremely well, few said neutral Tair and somewhat not well

Majorfty sald yes, few said no

Majorfty sald yes, fow said no

Mostly said no, Tow said yes

TTSKIls, sicknesses, Iess productivity levels absences, low team morale, fow said all the opions

Jsciplinary, training and or re-training, team bulding activities, Incentives, collaboration, discussion with colleagues, benefis, one
said all the options

‘majority said somewhat satisfied and very safisfied, few said neutral neither salisfied nor dissatisfied

gd dd9d9ad4ds

Mafority said yes, few said no o maybe

g

MiaJority Sald very posiive, somewhat posiive or fair while one sald somewhat negative

‘majority said somewhat satisfied very salisfied, few said neutral nefther satisfied nor dissatisfied and somewnhat dissatishied

collaboration, mediation, communication, staff retention, mitigation, mixed skills and few said all the options

Totivation, buddy, mitigate, up-SKiling, re-SKIing, provide support system, mediation, disciplinary, Incentives, benefits, one said al
the options, another said not sure due to working remotely

‘majority said somewnhat safisfied or very satisfied, few said neutral neither salisfied nor dissatisfied and very dissatishied

Tncrease pay, employee engagement, recognition, reward, benefits, invest in training, diversiy talent, flexible working,
collaboration, empower, incentives, altemnative working patterns, and few said all the options

EEIECIEES

ot the fight person fo answer

Tt Ts very good, good, related, simple, stralghtforward, comprehensive, excellent, Interesting; few said was difficult to understand.
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1) Research Team =7

[Qs: Answers:
D 5 senlors, 2 Juniors
a3 Office, remote, hybrid
Q5 Transformational, Inclusive; coaching; democratic, situational, autocratic, strategic,
Q6 Majority said hybrid and some said remote, and one person said in office are effective to enhance productivity levels
[14 Operational, technological, personnel, fransitional, behavioural, cultural, strategic
Qa8 Before, During and After
) Wostly said neutral fair, few said very well

afo Mostly said good, few said poor and neutral average

[am Mostly said no, few said yes

a1z WMostly said very good, good and neutral average, one said poor,

Mostly said shorter and same, one said longer

‘majority said very satisfied, somewnhat salisfied and neutral nefther satisfied nor dissatisfied, one said very dissatisfied

MaJorfty sald o, few said yes

‘majority said extremely well and somewhat well, few said somewhat not well' and neutral fair

MaJority sald yes, one said no

Mjorfty sad yes, fow said no

Majorfty sad o, few sad yes

T SKIs, Tess productivity Tevels, Tow feam morale, absences

Training and/or Re-training, team building activities, collaboration, and disciplinary

‘majority said very satisfied, somewnhat salisfied, few said neutral nefther satisfied nor dissatisfhied and somewhat dissatisfied

Maforlty sald yes, few sald no and maybe

Maforfty sald somewhat positive and far, few said very negalive and somewhat negalive, another said unfariliar with It

Majority said very satisfied and somewnhat safisfied, few said neutral nelther satisfied nor dissatisfied and very dissatisfied

collaboration, mediation, communication, staff retention, mitigation, mixed sKills, one said all the options

Thotivation, buddy, up-siling, re-sKIlling, provide support System, Incentives, disciplinary, dismissal, medation, milgate

‘majority said very safisfied and somewhal salisfied, few said neutral neither satisfied nor dissatisfied

Tncrease pay, employee engagement, recognition, reward, benefits, invest In training, diversily talent, flexible working,
collaboration, incentives, empower, alternative working patterns

Require other working portals.

Tajority sald very good, Good, CUMoUs, ot 1oo long, easy to understand, well Stuctured, one said re-define for people
unfamiliar with it

12) Retall Team = 21

[@s: Answers:
L) Mosty 13 Juniors, 8 seniors
a3 Office, remote, hybrid
Q5 | Laissez-Faire; transformational, Inclusive; coaching; visionary; situational; democratic, bureaucratic; strategic, transactional one
said all options
Q6 ATl options are effective fo enhance productivity levels
(14 Operational, personnel, technological, behavioural, cultural, strategic, fransitional, ransformational,
Q3 Before, During and After
a9 Mostly said very well and well and neutral fair, few said poor and very poor;
Qi Mosily said very good, good, few said neutral average
it Wostly said no, few said yes

Mostly said very good, good, few said neutral average and poor,

Mostly said shorter and same, few sald longer

‘majority said very safisfied and somewhat salisfied, few said somewhat dissafisfied and neutral nelther salisfied nor dissatisfied

Maforlty sald yes, few said no

‘majority said extremely well and somewhat well, few said somewhat not well and neutral fair

Maforlty sald yes, few said no

Maforlty sald yes, Tew said no

Majority said no, few said yes

T SKITs, Sicknesses, 165 productivity levels, low team morale, absences, one said all the options

Training and/or Re-training, team building activities, incentives, collaboration, dismissal, benefits, disciplinary, one said all options

majorfty said very satisfied and somewhat satisfied, few said neutral nefther satisfied nor dissatisfied

Maforfty sald yes, fw said maybe and no

Majority said very positive and somewhat positive, few said fair and somewhat negative

Majority said very satisiied and somewhat satisfied, few said somewnhat dissatisfied and neutral nefther satisfied nor dissatisfied.

‘collaboration, mediation, communication, staff retention, mitigation, mixed sKills, few said all the options

otivation, buddy, up-SKilling. re-sKillng, provide SUpport system, Incentives, millgate, mediation. disciplinary, few sald all above

majorfty said very satisfied and somewhat satisfied, few said somewhat dissatisfied and neutral nefther satisfied nor dissatisfied

Empower, increase pay, employee engagement, recognition, reward, benefits, Invest in training, diversify talent, flexible working,
collaboration, incentives, altemative working patterns, few said all the options

EIECEER EREEEEEEEERE|

olitions for Staff stuations may difler

g

‘majority said great, good, well framed, functional, really good, IS on point, everything needed to talk about was asked, very
concise, require examples, re-define terms and one said too many questions.
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13) Business Team = 15
[Qs: Answers:
1) Mostly 8 juniors, 7 senior
Q3 Office, remote, hybrid
Q5 Transformational, Inclusive; coaching; visionary; situational; strategic, democratic, few said all of the options
Q6 "All options are effective fo enhance productivity levels
Q7 Operational, behavioural, technological, transformational, strategic, personnel, cultural, sKills, transitional.
Qs Before, During and After
Qg Wostly said very well, well and neutral fair; one said poor
[Qf0 Mostly sald_good, very good and neutral average, few sald very poof, Poor,
[am Mosfly said yes, few said no
[z Wostly said good, very good, neulral average, one said poor
ars Mosfly said shorter and same, few said longer
[TQT4 [ majority said somewhat very satisfied and satisfied, few said somewhat dissalisfied, very dissatisfied and neutral nefther satisiied
nor dissatisfied
Qi Mostly said yes, few said no
Q6 majority said extremely well and somewhat well, few said somewhat nol well and neutral fair
[Qi7 Mostly said yes, few said no
Qi Mosfly said yes, few said no
Q18 Mosfly said no, few said yes
[Q20 TT skills, absences, sicknesses, less productivity levels, low team morale and few said all the options.
Q2T Training and/or re-training, dismissal, benefits, team building activities, Incentives, collaboration, and disciplinary, one said
worktime hours changed, another said all the options
(@22 ‘majority said very satisfied, somewnhal salisfied, few said somewhat dissatisfied and neutral nelther satisfied nor dissatishied
[Qz3 Wostly said yes, few said no and maybe
Q24 Majority said somewhat posttive and very positive, few said fair
[Qz5 Majority said very satisfied and somewnhat safishied, few said_neutral nelther satisfied nor dissatisfied
[Q26 ‘collaboration, mediation, communication, staff retention, mitigation, mixed sKills, one said all the options.
[Qz7 ‘motivation, buddy, up-skilling, re-skilling, provide support system, benefits, mediation, iIncentives, disciplinary, one said all the
options, another said none
[Qz8 ‘majority very satisfied and somewhat satisfied, few very dissalisfied, somewhat dissatisfied, neutral nefther satisfied nor
dissatisfied
[@29 [ increase pay, empower, employee engagement, recognition, reward, benefits, Invest In training, diversify talent, flexible working,
collaboration, incentives, HR technology, altemative working pattems; few said all the options.
[Q30 One said staff involvement In change Is crucial, managers must collaborate, provide options, collect opinions, learn to SUPport.
Another said consider work intensification and communication of change,
[TQ3T [ Some said good, very good, was ok and alnight, only adapt [0 someone Who Works, one said one word answer does ot explain
the idea, one more said terms not familiar to someone not in management, another said was difficult to understand

14) Media Team =1

[Qs:

Answers:

Senior

hybrid

Strategic; coaching;

Depends on the person as all are effective to enhance productivity levels.

personnel

‘After

Neutral Fair;

neutral average,

[}

Neutral average

same

neutral nefther satisfied nor dissatisfied

yes

Extremely well

no

yes

yes

TT Skills,

Team bullding activites,

Somewhat satisfied,

no

Somewhat posttive

Somewhat satisfied,

‘communication,

provide support system,

Very satisfied,

D
Qa3
Qa5
Qa6
[14
Qa8
[*1)
[af0
[Tt
[Qiz
Qa1
[Qid
Q15
[QT6
[Qi7
Qa1
[a’™
[Q20
@21
[Q2z
Q23
Q24
[Q25
[Q26
[Qz7
[Qz8
[
[a30

Al the options: Increase pay, employee engagement, recognition, reward, benefits, Invest in training, diversify talent, flexible
working, empower, collaboration, incentives, HR technology, alternative working patterns

no

@37

good
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75) Marketing Team = 6

[Q@s:

Answers:

FJuniors, 3 seniors

Fiybrid, remote

Transformational, Inclusive; coaching; strategic; situational;

Al options are effective fo enhance productivity levels, one said depends on the nature of the work

Operational, personnel, fechnological, fransformational, strategic, behavioural

Before, During and After

Mostly said Neutral Far; few said very well and well

EREREEEE

Mostly said very good, good and neutral average, one said poor

|

Half said o, Half said yes

Half said good and very good. half sald neutral average

23

Half said shorter, Half said same

|
|

all said somewhat satisfied and very satisfied

Half sald yes, Half said no

‘majorfty sald extremely well, somewnhat well and neutral falr, one sald somewnhat not well

Maforfty sald yes, one sald no

Maforfty sald yes, one said no

Majority sald no, few said yes

T SKITs, absences, less productivity Ievels, low feam morale, one said none.

TTraining and/or re-fraining, dismissal, team building activities, Incentives, collaboration, and disciplinary

‘majority said very satisfied and somewnhat safisfied, one said somewhat dissatisfied

MaJorfty sald yes, one sald maybe

Al said somewhat positive and very posiive

Majority said very satisfied and somewnhat safisfied, one said neutral neither satisfied nor dissatishied

collaboration, mediation, communication, staff retention, mitigation, mixed SKIlls

ofivation, buddy, up-Skiling, re-sKiling, provide SUpport system, Incentives, disclplinary, mitigate

"All said very satisfied and somewnhat safisfied,

ncrease pay, employee engagement, recognition, reward, empower, invest In training, diversify talent, flexible working,
collaboration, incentives, HR technology, alternative working patterns

EREEEEEREREREEEEE

no

8

Not relevant as not working but did experience digital ransformation at university, Use single answer, very good, write
shorter question design, interesting, language barrier as some not familiar with leadership.

16) Deslgn Team =3

q’s:

Answers:

Mostly 2 Junlors, one senfor

Office, remote, hybrid

Tslonary; Inclusive; bureaucratic; strategic

Hybrid Is effective to enhance productivity levels

Technological, cultural, behavioural; one said none

Before and During

Mostly said Neutral Fair; one said well

Mostly said good and neutral average, one said poor

Mostly said no, one sald yes

Mostly said neutral average, one sald very Good

‘All'said same,

‘majority said neutral nelther satisfied nor dissatisfied, one said somewhat satishied,

Maforfty said o, one said yes

majorfty said neutral fair and somewhat well, one said somewhat not well

Mafority said yes, one said no

Mafority said yes, one saild no

Majority said o, one sald yes

TT KIS, Tess productivity levels, Tow team morale

team bullding activities, incentives, collaboration,

‘majority said neutral neither salisied nor dissatisfied, one said somewhat safisfied

Maforfty sald yes, one sald maybe

Al said fair

‘majority said neutral nefther safishied nor dissatisfied, one said somewhat dissatisfied

collaboration, communication, mixed skills

Up-SKiling, re-SKilling, benefits, disciplinary

‘majority said neutral nelther satisfied nor dissatisfied; one said somewnhat satishied,

'employee engagement, flexible working, Incentives, alternative working patterns

no

Tam a student, well framed questions; HR are fater Involved and discussions here are handled on a team level without HR
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7

Consulting Team = 1

st

Answers:

‘one senior

remote

Transformational, Inclusive; coaching; strategic, visionary

Hybrid Is effective to enhance productivity levels

Operational, personnel, cultural, behavioural, fechnological, transformational

Before

well

EEEEEEEER

good

yes

2

Neutral average

same

Somewhat satisfied,

yes

Extremely not well

yes

yes

no

TT sKills, absences

Training and/or re-training

Very satisfied,

yes,

Somewhat positive

somewhat dissatisfied

collaboration, staff retention, mixed SKills

Gp-SKiling, re-sKilling, provide support system, Incentives, mediation

Somewhat satisfied,

‘employee engagement, flexible working, incentives, alternative working patterns

none

Not well written’

T8) T Team =17
[@s: Answers:
1) Mostly 13 seniors, and 4 Juniors,
a3 Office, remote, hybrid
Q5 isionary; transformational, Inclusive; coaching; democratic, strategic, situational; one said all the opions.
Q6 ATl options are effective fo enhance productivity levels
Q7 | Operational, personnel, behavioural, transitional, strategic, transformational, technological, cultural, one said many layoffs,
and new structure
Qa8 Before, During and After
[e1) Mostly said very well and well, few said Neutral Fair and very poor;
[afo WMostly said very good, good and neutral average, few said poor and very poor
it Mostly said no, few said yes
[aiz WMostly said very good, good, and neutral average; few said poor and very poor
a3 Mostly said shorter and same, few said fonger
QT4 ‘majority said very safisfied, somewhat satisfied and neutral nefther satisfied nor dissatisfied; few said somewhat
dissatisfied and very dissatisfied
[afs Wostly said yes, few said no
[QTe majority said extremely well and somewhat well few said somewhat not well, extremely not well and neutral fair
[Qi7 Majority said yes, few said no
Q18 Majority said yes, few said no
Q1 Majority said no, few said yes
[ Q20 | TT sKills, absences, sicknesses, less productivily levels, low team morale; one said all the options, and another said none
["Q2T [ Training and/or re-training, team building activities, benefits, dismissal, Incentives, collaboration, and disciplinary; one said
all options
Q22 ‘majority said very safisfied and somewhat satisfied; few said somewhat dissatisfied and neutral nefther satisfied nor
dissatisfied
[z WMajority sad yes, few said maybe
[aza All said very positive, somewhat positive and air; few said somewha dissalisfied, and one said do not know
[ Q25 | Majority said very satisfied, somewhat salisfied and neutral neither satisfied nor dissatisfied; few somewnhat dissatisfied
[Qz6 collaboration, mediation, communication, staff retention, mitigation, mixed sKills, few said all the options
[[@27 [ motivation, buddy, up-sKiling, re-skilling, provide support system, benefits, mediation, dismissal, Incentives, disciplinary;
few said all the options
[ Q28 |_majority said very satisfied, somewhat safisfied and neutral nefther safisfied nor dissatisfied; one somewhat dissatisfied
[[@29 [ increase pay, employee engagement, recognition, empower, reward, benefits, Invest In training, diversify talent, flexible
working, collaboration, incentives, HR technology, alterative working pattems; few said all the options
[a30 ™o
["Q3T [ Putradio buttons on unique answers, so far good with the idea given, add boxes Iike dissatisfied etc, great questions, very

good, good, re-define referring to ‘change’, single answer options required, too long, it was difficult to understand
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[19) Communication Team =1
[t Answers:
D Junior
a3 hybrid
a5 Tnclusive;
Q6 Al options are effective fo enhance productivity levels
[14 none
Qa8 after
Qg fery well
[af0 fery good
[am Yes
[z good
Q13 same,
Qi ery salisfied,
Q15 yes
Q6 Extremely well
[Qi7 no
Qa1 yes
[a’™ no
Q20 none
Q21 Team building activities,
[Q22 ery satisfied
Q23 ‘maybe
Q24 Fair
[QZ5 ery satisfied
[Q26 Collaboration, communication,
[Qz7 mofivation,
[Qz8 Very satisfied,
Q29 ATl the options
[a30 o
Q3T na
20) NPO Team =1
Q's: Answers:
D senior
a3 remote
Q5 Tnclusive; coaching; strategic, situational, democratic, transformational
Q6 taff need fo be engaged
[14 personnel
[ Before, During and After
(1] ery well
Qi heutral average,
Qi o
Q12 Neutral average
Qi3 Same
Qid fery satisfied;
Qi5 yes
Qi Exiremely well,
Qi7 no
Qi o
Qi9 no
az0 TT SKills,
Q21 Team building activities,
Q22 Somewhat satisfied,
Q23 yes,
Q24 very positive
Q25 fery safisfied,
Q26 Allthe options
Qz7 Up-sKilling, re-skiling.,
Q28 very salisfied,
Q29 Allthe options
Q30 a
Q31 Tts clear fo the point and easy fo complefe
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71) Adverfising and Logistics Team =1

[@s: Answers:
D 'senior
Q3 remote
Q5 Taissez-Faire, Inclusive; strategic, visionary, bureaucratic
Q6 “Aftending In person Is effective to enhance productivity levels
(14 na
Qa8 Before
) well

[Qfo

[am

a1z

neufral average,
o
Neutral average

[Qf3 same,

[Qid Neutral nefther satisfied nor dissatisfied
[Qi5 no’

[afs Neutral fair

[Qi7 No

[Qi8 No

[Qfe No

[Qz0 n/a

Q21 n/a

[Q2z neutral nefther satisfied nor dissatisfied
[Qz3

Q27

[QZ5

[Q26

[Qz7

[Qz8

[Q29

[Q30

Maybe
Fair
neutral nefther satisfied nor dissatisfied
Communication,
N2
neutral nefther satisfied nor dissatisfied
‘'employee engagement, recognition, reward, invest in training, flexible working, incentives
a
[ Q3T | Re-define. Set respondent criteria or lessen variables to measure. Confusing: not relatable: startup staff with
no HR and no changes.

22) Travel and Tourism Team =7
Qqs: Answers:

L) Mostly 6 seniors, one Junior

a3 Office, remote, hybrid

Q5 Lalssez-Faire, transformational, Inclusive; coaching; strategic, democratic; situational; visionary;

Q5 Half said hybrid Is effective fo enhance productivity levels, half said aliending n person and one said all the oplions

a7 Operational, personnel, transitional, transformational, behavioural, cultural, strategic, technological, one said no
changes

Qa8 Before, During and After

) Wostly said Neutral Fair; few said well

Q10 Mosly said very good and neutral average, one said poor

it Wosfly said no, few said yes

iz Mostly said good and neutral average, one said poor

Moslly said shorter and same, one said fonger
‘majority said somewhat satisfied, few said somewnhat dissatisfied and neutral neither satisfied nor dissatisfied
Moslly said yes, few said no
‘majority said exiremely well, somewhat well and neutral Tair, few sald somewhat not well

Moslly said yes, few said no
Wioslly said yes, few said no
Mosfly said no, one said yes

TTSKils, absences, sicknesses, less productivity levels, low team morale, one said none-no change:; another said all

options
Qz1 Dismissal, training and/or re-training, team bullding activities, benefits, incentives, collaboration, and disciplinary; one

85222332

said no r%% and few said all the options
Q22 |_majority very safisfied and somewhat salisfied, few somewhat dissatisfied and neutral neither satisfied nor dissatisfied

az3 Mostly said yes, few said no and maybe

Q24 Maority said somewnhat positive and very positive, few said fair

Q5 Malority said very satisfied and somewhat satisfied, few said neutral neither satisfied nor dissatisfied

Q26 ‘collaboration, mediation, communication, staff retention, mitigation, mixed sKIlls, few said all the options

Qz7 ‘motivation, mediation, benefits, up-skilling, provide support system, incentives, disciplinary, dismissal, few said all

options

Q28 ‘majority said somewhat salisfied, few said neutral nefther safisfied nor dissatisfied

Q29 increase pay, employee engagement, recognition, reward, benefits, invest in training, flexible working, collaboration,
empower, HR technology, alternative working patterns; few said all the options

Q30 Require befter communication between staff and managers

Q31 majorfty sald very nteresting, nice, great, very good: fransforming tech nfo r, one said did not have changes
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73) Englneering Team =5
&

Answers:

[0 Mostly 4 seniors, 1 junior
a3 hybrid, remote
Q5 Tsionary; transformational, Inclusive; coaching; strategic; democratic; situational; one said manager should adapt style 1o staff,
seniors need less mentoring than new hires.
Q6 [ Allsaid hybrid are effective fo enhance productivity levels; one said coach In-person new grads. mentoring early n careers &
effective in-person. people work well remotely: others work better in office. No one-size-fits-all.
Q7 | Operational, personnel, behavioural, strategic, technological, transformational, transitional; one said do not know; another said.
reduced office space: more "hot-desking", desks 90% staff (10% sick, travelling). Covid: WFH: was great: no commute, nice &
quiet, very productive. it didn't work with kids difficulty: schools closed. others goofed off: 2nd jobs, etc. It was abused. upper
management knows: difficult to on-board new staff
1] Before, During and After
Q9 Mosily said very well and well, few said Neutral Far;
Qi WMostly said very good, good and neutral average, one said very poor
[ait Moslly said o, one said yes
[Qiz WMostly said neutral average, and one said very good
a3 Wostly said shorter and same, one said longer
[Q1d ‘majority said somewnhat safisfied and neutral nefther satisfied nor dissatisfied, few said somewhat dissatisfied and very
dissatisfied
[ais Majorily said yes; one said no
[T majority said extremely well and neutral fair, one said extremely not well
[Qi7 Majority said yes; few said no
[Qi8 WMajority said no and maybe, few said yes
[am Allsaid no
[Q20 TT SKills, Sicknesses, less productivity levels, low feam morale
[[Q2T [ team bullding activities, collaboration; and one said * None. ‘work ffom home'. providing screens & furniture, had laptops before
(hot desk'): fully equipped "
Q22 ‘majority said very safisfied and somewhat satisfied, few said very dissatisfied and neutral nefther satisfied nor dissatisfied
[az3 Majority said maybe, few said no
[Q2% Majority said very positive and fair; one said very negative - More awkward digitally
[Q25 Majority said very satisfied and somewnhat satisfied, one said neutral nefther satisfied nor dissatisfied; another said very
dissatisfied
Q26 collaboration, mediation, communication; one said no experience in this area; another said all the options
[Q27 ‘motivation, buddy, up-skilling, re-skilling, provide support system, benefits, mediation, incentives, disciplinary; one said do not
think they thought that part through
Q28 Majority said very satisfied and somewnhat satisfied, one said neutral nether satisfied nor dissatisfied; another said very
dissatisfied
[Q29 Tncrease pay, employee engagement, recognition, empower, reward, benefits, Invest in training, flexible working, incentives,
alternative working pattemns; one said * Digital & remote is disaster: not good long-term. Work with people *
[TQ30 [ difficuTt fo understand, anofher said - Teams-different: Managers-be flexible. No "one-size-fits-all". Pay & benefits been awkward
& glitchy: End user sees no benefit: submitting paper forms to manager. Pay system (Phoenix) been fiasca" not paid properly &
lost 2 staffs, shift workers have problems. "cloud" storage been difficult: duplications, things lost.”
[[Q3T [ _working student as was difficult fo understand; excellent; grammar spelling errors, ferms ot clear, simplify & add "T dor't Know’
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NHS:

[[NHS: Supervisor; Psychologist

[NO: Total: | 1D: What sort of changes took place In your workplace?
A Z 1 | Na
26 | More integrated fechnology
[ NO: [ Total:| 1D: What are your thoughts on apply effective leadership styles fo enhance
productivity and improve performance levels when it comes to alternative
working and flexible working?
A 2 T Upport flexible working hard Tn our Tine of work though
76 Understanding, compassion, training and non-feaming Up
[ NO: [ Total:| 1D: What is your organisation's strategy around digital transformation and
managing change?
LY Z T Not sure
7 Training and easy videos as reminders how [0 access systems
[ NO: [ Total:| 1D: What challenges were encountered and how were they overcome?
LY Z T Not sure
26 The software didn't collect data that was helpful for researcher's aka patient's
appointment bookings didn't tellif ppl had cancel to rebook or simply cancelled
[ NO: [ Total:| 1D: What measures were taken to understand and meet staffing needs, fo
overcome the workforce crisis?
A 2 T Tocum staff ad agency, as Is national news at the minute NHS needs help
7 Group meeting and discussions
[ NO: [ Total:| 1D: What are your thoughts on the future of digital e-HRM?7
LY Z T Not sure
76 | Tt would be helpful and good way fo manage Issues but in person meetings also
helpful to understand
[ NO: [ Total:| 1D: What are your recommendations for other organisations in terms of
overcoming crisis?
A Z T Na
26 | Better trainings or videos that help Individuals in accessing software, privacy and

HRM shouldn't be robotic but instead be way to submit appointment or video
appointments
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[TT: IT/Marketing Executives; Science and IT Designer

[ NO:

Total:

TD:

What sort of changes took place In your workplace?

4

ew colleagues

2
13

~maKing oUr own apps and websites and crealing an project management and
CRM tool.

- used Trello to keep track of tasks and documents then added Google Drive to
organize our documents and used Notion to keep track of tasks, and have
transfer all the documents over to it.

Towards digital marketing

NA

Total:

What are your thoughts on apply effective leadership styles fo enhance
productivity and improve performance levels when it comes to alternative
working and flexible working?

Good communication between the leaders and employees.

TTRINK 1t Is Important for organization to consider alternative and flexible working,
as | think effective leadership style is trusting your employees especially if they
prove to be hard workers for example if an employee shows that they can get
their work done than there should freedom to what time they work in a day.

24

By applying effective leadership styles, such as transformational leadership and
servant leadership, can enhance productivity and improve performance levels in
alternative and flexible working by fostering a culture of trust, encouraging
innovation, promoting work-life balance, and providing clear communication and
support tailored to individual and team needs.

Managers can rethink when employees work together, who collaborates, and how
information is shared.

Total:

What is your organisation's strategy around digital transformation and
managing change?

o1y open n applying more new digitalization features.

TThink my organization spots a problem, such as the ones mentioned in four and
then it is brought to our attention, and my boss typically takes it upon herself to
come with a solution and tried to get the team thoughts on it and help. For
instance, with the name change, we all had to come with an name. Then
implementing the change. However, there is not enough directions and
explanations as needed at times t explain what is expected of us that can cause
more conflict than good.

24

Tesignificantly can enhance productivity and improve performance levels In
alternative and flexible working environments by fostering trust, promoting
autonomy, and providing clear communication and support tailored to individual
needs.

NA

Total:

What challenges were encountered and how were they overcome?

To have a plan how to respond To customers depending on the situations (a bug
reported/ a question asked). We overcome this by brainstorming ideas and end
up creating some sort of flowchart that can be used to go from step to step.

People mistyping CRBT as Create which led to change in name to make sure
people could type it in it when Googling it.

For some team members including the boss, it was confusing to have documents
in Trello and Google Drive as it hard to sort through and there is no overview of
the projects, and people not knowing where to find others documents from other
teams. We transfer everything over to Notion and created several pages for
example each user research gets it.own page.

24

As TT/markeling executives, common challenges encountered include Keeping Up
with rapidly changing technology and market trends, integrating new digital tools,
managing remote teams, and ensuring data security. These challenges can be
overcome by continuous learning, adopting agile methodologies, fostering strong
team communication, and implementing robust cybersecurity measures.
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77 NA
Total: | ID: What measures were taken to understand and meet staffing needs, to
overcome the workforce crisis?
7 7 An open discussion between all the staffs.

13 | The boss identify a problem and solution for It but what she often expects us to
work on achieving the solutions that she comes up with and doesn't really get our
opinions on what think of the problem and solution. In times of change, she often

feels to give clear directions and explanation to what is expected of us and this
leads to confusion, causes tension, and unnecessary back and forth.

24 To understand and meet staffing needs and overcome the workforce crisis,

measures such as conducting regular employee surveys, implementing flexible
working arrangements, investing in professional development and training
programs, offering competitive compensation and benefits, and utiizing data
analytics to forecast staffing requirements were taken.
[27 NA
Total: | ID: What are your thoughts on the future of digital e-HRM?
7 7| Thave positive thoughts on the future of digital e-HRM. T believe AT can Improve a
lot the way we work in the future.

T3 | THhink 111s going to be hard because It seems ke companies don't always Tisten

to their employees and gain their feedback to the decision being made.

24 | Tn my opinion, Tt looks promising, with advancements in Al, machine learning, and
data analytics enabling more efficient, personalized, and strategic HR processes,

enhancing employee experiences, and providing actionable insights for better
decision-making.
[27 Tt holds immense potential and can create more dynamic employee expenence.
Total: | ID: What are your recommendations for other organisations in terms of
overcoming crisis?
7 7 Good communication.
T3 | Tthink It terms of overcoming crises, the organization needs to communicate with
the employees to understand their take on both the problem and get their
opinions on the solution as well. The employees should have a say in what
becomes the solution. There is should detailed instructions and explanations to
what is going on and what should be expected from the employee.

% TG overcome crises, organizations should focus on agile leadership, clear

communication, employee support, diversifying supply chains, leveraging

technology for remote work, maintaining financial flexibility, and continuously
assessing and adapting strategies based on real-time data and feedback.

27 Here are some points: 1. Communication. 2. Adaptability. 3. Employee Well-

being. 4. Financial Resilience. 5. Collaboration
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Tegal Services: Project Coordinator

[NO: Total: | 1D: What sort of changes took place In your workplace?
T 2 [ Hybrid Work
0 The way we delver support. The services we can refer to. How we do police
advocacy. And the ways we update our case notes.
[ NO: [ Total:| 1D: What are your thoughts on apply effective leadership styles fo enhance
productivity and improve performance levels when it comes to alternative
working and flexible working?
T 2 © | Tthink It s very Important for mangers and supervisors to check in regularly on all
the employees, especially from a mental health perspective and holding regular
online meetings.
70 | Tthink Its Important especially because we need a strong leader to depend on in
our line of work
[ NO: [ Total:| 1D: What is your organisation's strategy around digital transformation and
managing change?
T 2 [ They pretty much do what | suggested In my previous response.
70 | Tm not sure. We can work in the office or through our phones Tt has always been
that way
[ NO: [ Tofal:[ 1D: What challenges were encountered and how were they overcome?
T 2 [] Responses to emalls are not as frequent as they should be. Management is stll
working on it.
90 | Quite a ot of staff turnover but they employed somebody new and she's not left
yetand has been a very positive change
[ NO: [ Total:| 1D: What measures were taken to understand and meet staffing needs, to
overcome the workforce crisis?
T 2 [ Regular meetings with group bonding activities and fun Ice breakers.
70 | Bl-monthly stalf meetings where we have snacks and games. IU's very informal so
it feels more like a conversation when you bring up issues rather than a report
[ NO: [ Total:| 1D: What are your thoughts on the future of digital e-HRM?
C Z 3 TThink it Implemented correctly Tt can be a very good addition.
10 Posilive
[ NO: [ Tofal:[ 1D: What are your recommendatlions for other organisations in terms of
overcoming crisis?
T 2 5 To do what my managers did.
10 Empathetic communication and active listening with subordinates
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[Manufacturing HR Manager

[ NO:

Total:

D:

What sort of changes took place in your workplace?

D

7

So many during the ime I was there: Apply new HR system, apply new
roduction system, changes in ways of working during C

productivity and improve performance levels when it comes to alternative
working and flexible working?

Transformational style Is Important to give the employee the empowerment &
autonomy to foster the sense of ownership.
Transactional style is also important in terms of giving the clear expectation &
reward from the beginning in order to manage/ evaluate performance.

Total:

What is your organisation's strategy around digital transformation and
managing change?

o

For example, when we change a part of HR system for Production team, we
went through a few main steps:
1. Establish a change task force from HR & Production
2. Choose a production line as a control group to test new system
3. Feedback & improve
4. Run the new system for the whole production team

Total:

What challenges were encountered and how were they overcome?

43

7. Employees don't know how o use new system

=> Training. After training session, make sure training materials are available &
easy to access.

2. Mistakes will occur while using new system

=> Buffer time for to fix these mistakes in the first few rounds of using new
system

Total:

What measures were taken to understand and meet staffing needs, to
overcome the workforce crisis?

4 g

Predicting analysis & budgeting. Management board release next year strategy
around Q4 of this year so HODs & managers can start to predict the headcount
needed in next year, put into budget for Board review.

Total:

What are your thoughts on the future of digital e-HRM?

Necessary. It helps to improve the efficiency for payroll, HR report, efc. Also
helps for advanced analytic & predictive modelling.

4343

Total:

What are your recommendations for other organisations in terms of
overcoming crisis?

Consistent communication - make sure the messages are consistent & make
sure an official communication channel is established to get rid of unnecessary
rumours.

Involve neutral parties when necessary - can be consultant, HR or change task
force members.
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[inance & Banking:

[Finance: Banking AR

[[NO: T Total: '8 What sort of changes took place In your workplace?
E Z ikl digitalisation
22 New HR software implementation
[NO: [ Total: '8 What are your thoughts on apply effective leadership styles fo enhance
productivity and improve performance levels when it comes to
alternative working and flexible working?
E 7 il democratic
7z Teadership sKils ke adaptability and communication needed to align the &
team
[NO: [ Total: '8 What is your organisation's strategy around digital transformation and
managing change?
E 7 Lkl Tow Gost
7z Encouraging remofe working
[NO: [ Total: '8 What challenges were encountered and how were they overcome?
E 7 il procedure complexity
22 Collaboration and communication among team members. Encountered by
working via Microsoft teams and Outiook
[NO: [ Total: '8 What measures were taken to understand and meet staffing needs, to
overcome the workforce crisis?
E 2 ikl Tace fo face meeting
72| Provide more flexible working arrangements, ike remote and hybrid working.
[NO: [ Total: '8 What are your thoughts on the future of digital e-HRM?7
E 2 171 ‘expect
7z We need to up skill fhe HR Professionals in terms of digital skills and AT
[NO: [ Total: '8 What are your recommendations for other organisations in terms of
overcoming crisis?
E 7 Lkl predict risks
77 Make recrufiment process more adaptable and flexible

Page 6 0f 6





image1.jpeg




image2.tmp
prrvsGoL crusu-

Y Drindod Dewi Sant

NVERSITY OF WALES

Trinity Saint David





