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The present study examines the influence of leadership styles on achieving organizational goals in the United Kingdom. The study's objectives included identifying common leadership styles, assessing their impact on employee job satisfaction and performance, and assessing the relationship between leadership styles and key performance indicators. This research was done using a quantitative method involving 15 employees from 3 companies. Study participants were selected using convenience sampling. The findings show that transformational and transactional leadership styles were the more common. In addition, 53.3% believe that leadership affects performance, and 46.7% are satisfied with their organization's leadership. The bottom line is that combining different leadership styles is necessary for organizational success. However, further research is needed, including a larger sample size and using a mixed-methods search methodology.
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Chapter One: Introduction

1.1: Introduction 

In the current business world, where competition is stiff, having the right leadership is crucial to achieve the goals and remain competitive in the market. Consistent with this line of thought, Ibrahim and Daniel (2019) assert that effective leadership acts as the foundation stone for the success of any business organisation. This suggests that leadership entails guiding individuals towards a common goal. Moreover, leadership is essential in setting direction for the business. However, the effectiveness of this is depends on how the leadership motivates employees and drives their commitment and performance.  
However, there are several leadership styles with each yielding different and varied degrees of influence on the fundamental organisational aspects, ultimately defining the achievement of the organisational goals (Ichsan et al., 2021). Therefore, there is a need to uncover how the leadership styles influence employee performance and the ultimate achievement of the organisational goals. That can help establish the most effective leadership and combination of leadership styles for the optimum performance and achievement of the organisational goals. Therefore, this research a investigate the extent to which leadership styles impact the achievement of organisational goals.  

1.2: Background of the study
Organisational leadership is more than the typical title, suitable office, and attractive remuneration. It comprises a robust interplay of traits, behaviours, strategies, and approaches guiding the business organisation toward achieving its objectives (Ibrahim and Daniel, 2019). The leadership spectrums range from the transformational leadership style that often motivates and inspires to transactional leadership, which stresses rewards and consequences, and servant leadership, which focuses on serving others (Sunarsi et al., 2020). These varied leadership styles impact how employees interact and execute their functions and have wide implications for the organisation's overall performance. 

1.3: Problem Statement 
Leadership is a widely studied topic; therefore, vast literature exists regarding leadership and different leadership styles. However, there is continued interest in understanding effective leadership styles, especially when many business organisations are experiencing challenges related to external pressures and changing employee behaviours. Organisations are yearning to have the best set of leadership styles to not only make bold goals but also foster employee commitment and performance amid the efforts to retain their talented human resources. Nevertheless, no leadership style or a combination of leadership styles is universally accepted as a standard for effective leadership. Therefore, it is necessary to continuously analyse the role of leadership styles in influencing the workplace and employee motivation and the achievement of organizational goals in different contexts and changing times.

1.4: Aim, Objectives, Research Questions
This study was to examine the extent to which various organisational leadership styles impact the achievement of the set organisational goals. Specifically, the aims of this study include:
1. To identify the most common and appropriate leadership styles in contemporary business organisations
2. To examine the effect of different leadership styles on job satisfaction and employee motivation.
3. 3. To explore the interaction between leadership styles and key indicators of business success.

         Research questions
To attain the above-stated objectives, this research will seek to answering the next questions:
1. How do various leadership styles manifest within the business organisation?
2. How do various leadership styles affect employee motivation and job satisfaction?
3. To what extent do leadership styles correlate with organisational performance indicators?
4. Why are certain leadership styles best suited for types of organisational goals?

1.5: Rationale/Importance of the Research
Over the past few years, business organisations have acknowledged the indelible connection between organisational success and leadership. With the current advances in technology, the advent of global competition, and the shifting employee preferences and expectations, the role of organisational leadership has greatly evolved, and new sets of leaders are required for different situations (Sunarsi et al., 2020). While scholars have extensively studied leadership styles, a severe concern remains for a comprehensive understanding of their unique influence on achieving organisational goals (Ibrahim and Daniel, 2019). This study is therefore motivated by the desire to contribute in-depth insights into leadership theory and practice, ultimately helping business organisations to make the right decisions about the leadership approaches that suit the needs and objectives of the business organisation. 
Therefore, the significance of the research lies in its potential to help organisations by promoting an environment that optimises employee participation, performance, and satisfaction. By exploiting the relationship between unique leadership styles and the achievement of organisational goals, that study aims to foster actionable knowledge that can support the development of leadership programmes, performance evaluation methods, and recruitment strategies. In addition, this research enriches the existing body of knowledge by adding new findings to the current literature on leadership and organizational behaviour.

1.6: Scope of the Study
 The data was collected from employees of local organisations in the UK. However, since the organisations regardless of their location share some characteristics such as structure and leadership goals, this research and its findings can be applied to other organisations in different parts of the world.

1.7: Structure of the Dissertation

The dissertation is organised in the following chapters:
1. Chapter 1:  Introduction: Introduction and information of the research problem, objectives,  questions, rationale and significance, and scope of the research
2. Chapter 2: Literature Review: reviews and summarises existing research findings on leadership styles and their impact on organisational goals. The chapter also explores and justifies the study’s theoretical framework by presenting the theoretical foundations guiding the study, including leadership models and theories. 
3. Chapter 3: Research Methodology: Describes the study design and outlines the research philosophy, paradigm, and strategy. It also describes the data collection approach, analysis techniques and ethical considerations in data collection. 
4. Chapter 4: Results:  presents the research results in charts, tables, and narrative description. 
5. Chapter 5: Analysis:  Analyses the results and interprets them in the context of the research objectives and questions.  
6. [bookmark: _3rdcrjn]Chapter 5: Conclusions, recommendations, and reflection: Summarises  that the study  findings, discusses the practical implications, and suggests future research directions. In addition, there is reflection of the whole research and dissertation process. 









Chapter Two: Literature Review

2.1: Introduction

This chapter is about the existing research on the types of leadership and its influence on the achievement of organizational goals. The definitions of leadership and a review of different leadership styles, strengths, and weaknesses will be discussed. It also focuses on the dimensions of organisational performance and how they are affected by different leadership styles. In addition, the chapter includes theoretical frameworks that guide the current study.

2.2: Background 

Generally, leadership is defined as the ability or act of guiding people towards a shared goal (Lussier & Achua, 2022). The roles of those in leadership are to guide, support and inspire the followers (Ridwan, 2021). Specifically, effective leadership involves the ability to formulate and communicate a vision, make well-thought decisions, resolve conflicts, inspire team members, and build a productive and positive environment (Vilkinas et al., 2020). Effective leadership is therefore expected to result in excellent team or organisational performance.
On the other hand, organisational performance is related with achieving organisational goals. Organisational goals can be short-term or long-term and vary depending on the organisation's purpose, sector, and size. Performance can be about financial results, production targets, customer satisfaction, efficiency, and quality of services or products (Odongo et al., 2019). Moreover, employee satisfaction is one of the major dimensions of organisational performance and is essential in achieving organisational goals (Bekirogullari, 2019). Highly engaged and satisfied employees are expected to demonstrate remarkable and improved organisational performance.  



2.3: Theoretical frameworks/models and related research issues

Several leadership theories are considered. Based on trait theory, there are specific qualities of a leader; these include courage, confidence, charm, intuition, and intelligence (Uslu, 2019). This theory posits leadership qualities are inherent; therefore, by assessing the successful and unsuccessful leaders’ traits, it is possible to predict leadership success (Uslu, 2019). However, this theory is criticised for being ambiguous on the number of leadership traits and the assumption that traits are inherent (meaning that leaders are born, not made) (Benmira. and Agboola, 2021). The theory has also been criticised for ignoring the fact that leadership can be influenced by different situations and that different individuals can have specific traits without necessarily being leaders (Uslu, 2019). Therefore, it is difficult to distinguish leaders and non-leaders using this theory.
The other leadership models are transformational and transactional. The transformational theory posits that leaders inspire their followers to be better versions of themselves (Uslu, 2019). Transformational leaders pose as role models for their team members, display diplomatic communication skills, efficiently delegate roles, and stress a collaborative work environment. This leadership style is associated with achieving long-term goals and facilitating multiple-level performances (Al Khajeh, 2018).
On the other hand, the transactional leadership model emphasises rewarding employees for their performance, and there are consequences for non-performance (Lussier and Achua, 2022). With transactional leadership, clear goals are set, and there are predesigned procedures, rules, and expectations. This approach is associated with short-term goals but can negatively affect employee satisfaction and overall organisational performance. 
In addition, leadership styles include laissez-faire and autocratic leadership. Laissez-faire involves leaving team members to work independently and make decisions without leader interference (Cherian et al., 2020). This style may be helpful in situations where employees have all the relevant skills and have an excellent understanding of the set goals. However, it is a style that can negatively affect organisational performance since it is unrealistic for all employees to have the appropriate know-how. On the other hand, autocratic leadership involves giving instructions to the team members and not accommodating their input (Cherian et al., 2020). The leader has all the control, and only the leader’s ideas, perceptions, and judgements are implemented (Setiawan et al., 2021). It is an approach applied where the subordinates must unquestionably follow orders, like in the military. It is one of the leadership styles that have been mentioned as influential in steering performance in business organisations (Setiawan et al., 2021). 


2.4: Previous studies and lessons learnt.

Many studies have been conducted concerning leadership and organisational performance (Shafiu et al., 2019; Setiawan et al., 2021; Al Khajeh, 2018; and Cherian et al., 2020). Most have shown that leadership is a major determining factor in organisational performance and achievement of organisational goals (Purwanto, 2021; Cherian et al. 2020; Shafiu et al, 2019). At the same time, studies have shown that different leadership styles impact organisational performance differently. That includes the impact of leadership styles on employees’ satisfaction and performance. Purwanto (2021) found that leadership is one of the most significant factors in ensuring performance in packaging companies regarding ISO 9001 implementation. According to Cherian et al. (2020), about 25% of organisational performance is contributed by leadership. Similarly, Ridwan (2021) observed that employees’ abilities and performance within an institution greatly depend on the institution’s leadership.
In their study, Shafiu et al. (2019) investigated the impact of leadership styles on achieving academic staff goals in universities. The study revealed that the leadership of the faculty leaders significantly influenced the achievement of stated goals. According to Shafiu et al. (2019), the goals are more likely to be achieved when the leaders actively assist the staff, motivate the staff, and delegate some duties. However, the weakness of this study was that it did not directly mention the leadership styles employed and how they compared their impact on goal achievement. Other researchers have focused on directly defined leadership styles and their impact on employee satisfaction and organisational performance. One such is by Mwaisaka et al. (2019), who investigated the impact of directive and supportive leadership on staff satisfaction in the banking sector. The study’s results showed that directive leadership and supportive (participative) leadership styles are significantly and positively associated with employee satisfaction. Directive leadership involves leaders taking an active role in developing objectives and guiding followers towards those goals. This style is mainly used in situations with strict regulations, tight deadlines, and complex tasks.
On the other hand, supportive leadership is characterised by trust development, inspiring the followers, and helping them deal with challenges. It is, therefore, vital to establish how this leadership approach influences the overall organisational performance. Also, based on Mwaisaka et al. (2019) findings, path-goal leadership affects employee satisfaction; however, its impact is mediated by environmental contingency factors (for example, organisational culture, structure, size, and uncertainty). Therefore, although the current study focuses on the impact of leadership on organisational goals, it should consider that there are mediating or confounding factors that influence the results.
In the same vein, Al Khajeh (2018) focused on different leadership styles and uncovered that leadership styles can have a positive or negative impact on organisational performance. The study showed that transformational, autocratic, and democratic leadership styles positively affect organisational performance. On the other hand, transactional, bureaucratic, and charismatic leadership styles are negatively associated with organisational performance. According to Al Khajeh (2018), bureaucratic and charismatic styles can be helpful for short-term goals but are ineffective for the long term. Moreover, they do not foster employee development and are associated with high employee turnover, affecting organisational performance. Similar findings were made by Cherian et al. (2020) in their study of UAE organisations. They identified that transformational and democratic leadership styles have the most positive impact on organisational performance. The same study found that autocratic and laissez-faire leadership styles had the most negative impact on organisational performance. That is because they are not associated with employee motivation or inspiration for growth. Although transactional leadership is generally seen to have a negative impact on performance, its impact is generally insignificant (Cherian et al., 2020).
Similarly, concerning transformational leadership, a study by Para-González et al. (2018) indicated that transformational leadership positively influences organisational performance by enhancing learning and innovation. That is especially true when incorporated into human resource management (HRM). In addition, in agreement with Al Khajeh (2018), Harish and Prabha (2022) found that transformational leadership is associated with high employee satisfaction, growth, and organisational profitability. That is regardless of the emotional intelligence levels of the leaders. That indicates that regardless of the mediating factors, transactional leadership cannot have a sustainable positive impact on organisational performance.
Also, researchers have investigated the impact of leadership style on employee performance, which is vital for achieving organisational goals. In this, a study by Baig et al. (2019) assessed the impact of three leadership styles- transformational, transactional, and laissez-faire on employee performance and the mediating role of psychological capital. The study revealed that, overall, transformational leadership positively impacts employee performance, and the impact is further enhanced by psychological capital. Similarly, although transactional leadership is not significantly associated with employee performance when psychological capital is included, the relationship becomes positive. However, laissez-faire leadership is negatively associated with performance regardless of psychological capital.
Given the different dimensions of leadership, this study will focus on the four leadership styles- transformational, transactional, laissez-faire and autocratic. All the traits and characteristics of the leaderships in the included organisations will be categorised into these four leadership styles. It will analyse how performance or organisational goals are influenced by the four leadership styles.


2.5: Gaps identified to situate own research.

Several gaps exist in the reviewed literature. First, some studies are limited to more than one organisation or sector, making them un-generalisable to other sectors. For example, studies by Purwanto (2021) and Mwaisaka et al. (2019) are based on the packaging and banking sectors. Therefore, the current study includes participants from multiple sectors to make general findings applicable to organisations in different sectors. Although most of the studies target employees, the study by Al Khajeh (2018), which focused on the impact of transformational leadership, included managers only, leaving the employees’ point of view. The current study will include employees. The current study, therefore, will contribute to filling this gap.



2.6: Summary of the chapter

This chapter has included a definition and description of key concepts, reviewed key guiding theoretical frameworks, analysed previous studies and identified the gaps therein. Leadership is defined as the process of influencing others and guiding them towards a shared goal. Organisational performance is described as progress towards set or desired organisational goals. The study is based on effective leadership associated with goal achievement. The central leadership theory is trait theory, and there are different traits for different leadership styles. Other leadership theories considered are transformational and transactional leadership. Analysis of previous studies has revealed that the influence of leadership on organizational effectiveness is a widely researched topic. Most studies indicate that different leadership styles have different impacts on organisational goals and employee satisfaction. Most studies agree that transformational leadership is the most effective in achieving organisational goals. Nevertheless, existing literature has several gaps, including a lack of generalisability, consistency in leadership styles investigated, and the need for more research in the UK context. The study aims to address these gaps and contribute knowledge in leadership and organisational performance. 







Chapter Three: Research methods and methodology

3.1: Introduction
The section includes the methods and strategies that were involved in the data collection process.  It includes justifying the selected research philosophy, research position, and design.  In addition, there is an overview of the data tools and techniques used in data collection and analysis and how ethical aspects were covered.

3.2: What is the philosophical position of the research, and why?
The researcher employed a positivist philosophical position as the current research uses statistical analysis to uncover leadership principles and their impact on organisational and employee performance.  The positivist philosophy is based on the idea that knowledge is gained through observations and measurable aspects (Antwi and Hamza, 2015).  It emphasises empirical data and analysis and a scientific process.  It means that the focus is objectivity, which reflects things as they are without including subjective information (Antwi and Hamza, 2015).   This philosophical position is sensible to use to understand the statistical relationship between leadership styles and the achievement of organisational goals. 

3.3: Paradigm position of the research and why?
The current research employs a pragmatic paradigm approach.  Pragmatism involves utilising the existing knowledge for the practical problem-solving undertaking (Kaushik & Walsh, 2019).  The researcher uses the available and best applicable research method to answer the main research question effectively.  Since pragmatism encourages the researcher to use whatever method is practical and effective, in the current research, the researcher only uses the quantitative approach. 

3.4: Position of Research Approach and Why?

The deductive approach is used in this research because it is quantitative research.  This approach is based on hypothesis or theory and proceeds to empirical observation and statistical analysis to make generalisable conclusions.  The researcher settled on quantitative research based on the above positivist philosophical position.  Quantitative research was preferred because it involves obtaining empirical data that can be used in statistical analysis to show the connection between the independent and dependent variables (Saunders, 2019).  In this case, the independent variables include leadership styles and characteristics, and the dependent variables include employee satisfaction, performance, and achievement of organisational goals.  This approach helps present the findings in statistical figures and make generalisations (Bryman, 2016).  However, this approach has a disadvantage in that it does not obtain in-depth details concerning the topic and does not capture participants’ detailed feelings and views (Bryman, 2016).  Nevertheless, it is a suitable approach for minimising bias and easy analysis. 

3.5: What is the methodology of the research, and why?
The current research is quantitative, in the form of a mini-survey (targeting a small number of respondents) aiming to get statistical information about leadership and organisational performance.  That is based on objective epistemology, which contends that human knowledge is based on precepts, not sensations (Saunders, 2019).  The reality is out there to be observed, and the conclusion to be made objectively devoid of subjective notions (Saunders, 2019). 
Apart from that, there is a time limitation in the data collection time, and the entire project has to be delivered in time.  Therefore, it was logical to use a quantitative approach as it does not consume a lot of time.  Moreover, data can be collected from multiple participants simultaneously.  The researcher does not have any funding for this research and does not expect to have other gains (for example, job promotion or a scholarship profile) apart from acquiring knowledge in research methods and fulfilling the current academic programme requirement.  Therefore, it is justifiable to use a methodology that fits within the researcher’s scope and resources. 

3.6: Research Sample and Population
The target population for this research included employees from three companies in different sectors.  These include a retail store, a chain restaurant, and an insurance company.  The aim was to get data from diverse employees.  However, due to time limits and the complexities of involving a large sample, the research included a sample size of 15 participants.  The respondents must have worked in their current organisations for at least three months to ensure that they give correct and genuine answers about the leadership styles based on their experience.

3.7: Data Collection and Data Analysis Tools/Techniques
A self-administered questionnaire (see Appendix 2) was used to collect data from the respondents.  A questionnaire was used because it is simple to administer and consumes little time.  That is unlike in-depth interview schedules that can involve lengthy procedures, including seeking an appointment and finding a comfortable place to conduct the interviews (Adams, 2014).  The questionnaire contained ten close-ended questions about leadership and its impact on organisational performance.  All research objectives were considered in developing the questionnaire.  Most of the questions were based on the Likert Scale (for example, strongly disagree to strongly agree).  Such questions were preferred to get simple and direct answers and ensure uniformity, which reduces interviewer bias.  Moreover, it is easier to quantify and analyse answers from close-ended questionnaires since it is easier to numerically code predefined response options (Saunders, 2019).  
After collecting and coding the data, it was analysed using the MS Excel program.  The data was analysed for frequencies, percentages, and cross-tabulation.  The statistical analysis was useful in outlining the research variables’ characteristics.  Inferences were made from the results and formed a basis for discussion in the following chapter. 
3.8: Data collection procedure

The researcher identified three companies, as mentioned earlier.  After getting permission from the branch/outlet managers, the researcher distributed the questionnaires and consent forms to the readily available employees (5 per organisation).  They were explained about the study and advised to read and sign the ethical forms before answering the questions.  It took a maximum of 10 minutes to complete the questionnaires, and the whole data collection process took three days as the research went for one company per day.  The researcher orally appreciated the respondents after completing the questionnaires. 
3.9: Ethical Consideration of the Research
The researcher was keen on ethical considerations in the research.  Ethical considerations are essential in research to respect human rights, dignity and welfare (Iphofen, 2020).  First, the researcher completed the school’s research ethics form to show commitment to ethical procedures and aspects when conducting the research.  During data collection, the researcher ensured the respondents read and signed the consent form before proceeding with the questionnaire.  The respondents were guaranteed confidentiality; no personally identifiable data was captured in the questionnaire, and it was anonymised in the case of specific information.  The respondents were informed that their participation was voluntary, and they were free to decline the questions at any part of the data collection process.  They were guaranteed that the gathered information would be used only for academic purposes and not be shared with other third parties.  

3.10: Summary of Chapter 3
In this chapter, it has been identified that the current research is based on a positivist philosophical position.  A pragmatic paradigm is used to select a quantitative approach.  The researcher intended to collect data and complete the research within a limited time; therefore, a simple method was selected.  The researcher used convenience sampling to select 15 respondents from three companies.  A questionnaire containing ten close-ended questions was used to collect the data, and the data analysis was done using Excel.  The data is to be presented in percentages, frequencies, and crosstabs.  Ethical considerations include voluntary participation, confidentiality, and data protection.



















[bookmark: _147n2zr]Chapter Four: Research findings

[bookmark: _3o7alnk]4.1 Introduction 
This chapter presents the findings from the data collection. The data was collected from fifteen respondents from three organisations (5 per organisation). The questionnaires were scrutinised for completeness and then entered in Excel for analysis. The results are presented in charts and tables. 
[bookmark: _23ckvvd]4.2. Findings 
[bookmark: _ihv636]4.2.1 Leadership styles
As shown in figure 4.1 below 33.3% (n= 5) of the respondents indicated that the leadership in their organisation inspires and motivates them to perform their best and another 33.3% indicated that in their organisations, performance is rewarded and there is a clear leadership structure. Only 6.7% (n=1) indicated that there is strong leadership authority and centralised decision-making).
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Figure 4.1: Leadership styles
4.2.2 [bookmark: _32hioqz]Satisfaction with the leadership style

As indicated in figure 4.2 below 33.3% (n=5) of the participants were neutral about their satisfaction with the organisations’ leadership style. However, 46.7% (n=4, n=3) agreed and strongly agreed that they are satisfied with their organisations’ managers’ and supervisors’ leadership styles. 
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Figure 4.2: Satisfaction with the leadership style

[bookmark: _1hmsyys]4.2.3 Leadership and performance 
As shown below (figure 4.3) 33.3% (n=5 ) of the participants agreed and another 20% (n=3) strongly agreed that the leadership style in their organisations influence their performance.  Only 6.7% (n=1) and 13.3% (n=2) disagreed or strongly disagreed. 
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Figure 4.3: Leadership and employee performance

[bookmark: _41mghml]4.2.4: Leadership and Key Performance indicators 
As demonstrated in figure 4.4, 40% (n=6) of the participants were neutral about the impact of leadership on key performance indicators. Another 26.7% (n= 4) and 20% (n=3) either agreed or strongly agreed that the leadership in their organisations is effective in the achievement of the KPIs.  However, 13.7% (n=2) indicated that the leadership was ineffective in the achievement of the KPIs. s
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Figure 4.4: Leadership and Key Performance indicators 
[bookmark: _2grqrue]4.2. 5: Organisational styles and overall organisational goals and objectives

It is shown in figure 4.5 that 33.3% (n=5) of the participants agreed that the leadership in their organisations align with the overall organisational goals and objectives.  In addition, 13.3% (n=2) strongly agreed on this. However, 26.7% (n=4), 13.3% (n=2) and 6.7% (n=1) were neutral, disagreed or strongly disagreed. 
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Figure 4.5: Organisational styles and overall organisational goals and objectives

[bookmark: _vx1227]4.2.6: Leadership and organisational culture and work environment 

It was found that 33.3% (n=5) of the respondents agreed that leadership influences organisational culture and another 26.7% (n=4) strongly agreed on this. However, 26.7% (n= 4) were neutral about it (figure 4.6). 
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Figure 4.6: Leadership and organisational culture and work environment 

[bookmark: _3fwokq0]4.2.7: Leadership styles and colleague job satisfaction 

As demonstrated in figure 4.7 below, 33.7% (n=5) of the respondents agreed that the leadership style influenced their colleagues' job satisfaction and another 20% (n= 3) strongly agreed on that. However, 20% (n=3) and 13.3%b (n=2) were either neutral or in disagreement. 
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Figure 4.7: Leadership styles and colleague job satisfaction

[bookmark: _1v1yuxt]4.2.8: Leadership and communication of goals

It is shown in figure 4.8 that 33.3% of the participants felt that the communication of goals and objectives by the leadership was somewhat well and another 13.3% felt that it was very well.  However, 26.7% were neutral and 20% felt that the communication was somewhat poor. 
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Figure 4.8: Leadership and communication of goals

[bookmark: _4f1mdlm]4.2.9: Leadership and adaptation to different situations
As shown in figure 4.9, 26.7% (n=4) of the participants indicated that the role of leadership adapting to and influencing employees to adapt to different situations is somewhat well while a similar proportion were neutral. Another 20% (n= 3) indicated that the leadership was excellent on this and another 20% suggested that the leadership was somewhat poor on this. 
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Figure 4.9: Leadership and adaptation to different situations











Chapter Five: Data analysis

[bookmark: _19c6y18]5.1: Leadership styles 
The cross-tabulations were made to identify the relationship between different leadership styles and different performance and employee performance aspects.  Based on the first question, leadership styles were categorised as transformational, transactional, laissez-faire or autocratic.  One objective of the current study was to find the most common and relevant leadership styles in UK business organisations.  From the findings, it has been revealed that transformational and transactional leadership styles are the most common, while autocratic leadership is the least popular.  That is shown in Table 5.1 below.  That aligns with Arikan's (2020) assertion that transactional and transformational leadership styles are the most common.  Laissez-faire comes at a distant third, although according to Jony et al. (2019), autocratic leadership can be more common in some situations than laissez-faire.  Such situations include where things need to be done within tight deadlines or in emergencies (Jony et al., 2019).  Nevertheless, it is noted that leaders can have characteristics of different leadership styles depending on the situation. 

Table 5.1: Leadership styles
	
	Freq. 
	Percent (%)

	Inspires and motivates employees to exceed expectations and reach their full potential (Transformational Leadership)
	5
	33.3%

	Rewards performance and maintains clear structure and order within teams (Transactional Leadership)
	5
	33.3%

	Provides autonomy to employees, allowing them to make decisions with minimal interference (Laissez-faire leadership)
	3
	20%

	Strong emphasis on leader authority, decision-making is mainly centralised (autocratic leadership)
	1
	6.7%

	Not Applicable/ Not sure 
	1
	6.7%



[bookmark: _3tbugp1]5.2 Leadership styles and employee satisfaction 

Table 5.2: Leadership styles and employee satisfaction 
	
	Strongly disagree 
	Disagree 
	Neutral 
	Agree 
	Strongly agree 

	Leadership style 
	
	
	
	
	

	Transformational
	
	
	1
	2
	2

	Transactional 
	
	1
	2
	1
	1

	Laissez faire 
	1
	
	1
	1
	

	Autocratic 
	
	1
	1
	
	



[bookmark: _28h4qwu]
As shown in Table 5.2 above, the participants who described the leadership style in their organisations as transformational were more likely to agree or strongly agree that it was associated with employee satisfaction.  That was followed by transactional leadership, with two respondents agreeing or strongly agreeing.  Laissez had the most minor support. 
From the findings, most participants were neutral about the influence of leadership styles on their satisfaction.  However, almost half of the participants agreed or strongly agreed that leadership styles influence job satisfaction.  More than 50% felt that leadership styles influenced the satisfaction of their colleagues.  It implies that leadership is an essential factor in employee satisfaction.  That agrees with previous studies such as Purwanto (2021), Cherian et al. (2020), and Shafiu et al. (2019), which showed a significant relationship between leadership and employee satisfaction.  In the same vein, the current research has found that transformational leadership was the most associated with employee satisfaction, followed by transactional leadership. Laissez faire had the least support. That concurs with the findings of Al Khajeh (2018), Harish and Prabha (2022), who showed transformational leadership as the most effective in achieving employee satisfaction.  That can be because transformational leadership involves inspiring and intrinsically the employees to be better versions of themselves.  At the same time, laissez-faire leaders leave the employees on themselves without giving them clear motivation or direction. 
5.3 Leadership and communication of goals 

Table 5.3: Leadership and communication of goals 
	
	Poorly
	Somewhat Poorly
	Neutral 
	Somewhat Well
	Very Well

	Leadership style 
	
	
	
	
	

	Transformational
	
	1
	1
	2
	2

	Transactional 
	
	1
	2
	1
	1

	Laissez faire 
	1
	
	0
	1
	

	Autocratic 
	
	1
	1
	1
	



As shown above, transformational leadership was the most indicated to those associated with somewhat well and very well communication of goals. Laissez faire was the least.  This is so because transformational leaders motivate the employees to work towards the organisational goals and actively involve them in decision-making. However, the laissez faire leaders are the least effective in communication of goals because they are less involved in the employees’ work, and therefore, without clear guidance on the organisational goals or what they should do to improve their performance. 
[bookmark: _nmf14n]5.4 Leadership and KPIs

Table 5.4: Leadership and KPIs
	Leadership style
	Ineffective
	Somewhat Ineffective
	Neutral 
	Somewhat Effective
	Effective

	
	
	
	
	
	

	Transformational
	
	
	2
	2
	1

	Transactional 
	
	1
	2
	0
	2

	Laissez faire 
	1
	
	1
	1
	

	Autocratic 
	0
	1
	
	
	



[bookmark: _37m2jsg]As shown above (table 5.4) transformational leadership was the most associated with the achievement of KPIs closely followed by transactional leadership. It is seen that while 1 participant strongly agreed about the connection of transformational leadership on KPIs, two participants strongly agreed on transactional leadership. 
Generally, the current study found that more than half of employees believe that leadership styles influence their performance.  According to Bekirogullari (2019), employee performance is essential to organisational performance.  In addition, based on the findings of the current study, most employees hold that key performance indicators are influenced by the leadership styles in an organisation.  Concerning specific leadership styles, it was revealed that transformational leadership was viewed as the most effective in the achievement of KPIs, closely followed by transactional leadership.  Although in the reviewed literature, there were no studies on the impact of specific leadership styles on the KPIs, the article by Purwanto (2021) indicated that leadership is one of the most significant factors in ensuring organisational performance. Indicated that leadership is one of the most significant factors in ensuring organisational performance.












Chapter six:  Conclusion, recommendations, and reflection

6.1: Introduction 
This chapter presents conclusions of the findings in connection with the research objectives. It includes comparing the current results with the findings of the past literature. Conclusions and recommendations are made based on the findings and study limitations. 
6.2: Conclusion 
From the findings, it has been revealed that transformational and transactional leadership styles are the most common, while autocratic leadership is the least popular. 
Overall, this research aimed to identify the impact of leadership styles on organisational goals. The research has revealed that most employees believe that leadership in their organisations effectively communicates the organisational goals. However, a significant proportion is neutral or feels that the communication of organisational goals is poor. Moreover, since the KPIs include organisational goals, based on the findings, transformational and transactional leadership styles are more likely to have a positive impact on the organisational goals, which is not the case with laissez-faire and autocratic leadership styles. 
The findings of this research contribute to the existing body of knowledge and academic discourse on leadership and organisational behaviour. Moreover, the study brings to light employees' perspectives on leadership and organisational behaviour. That is essential since employees are the most affected by the leadership behaviours in their organisations and consequently influence the achievement of the organisational goals. This research has also established that the effectiveness of the communication of organisational goals varies depending on the leadership style in the organisation. 

6.3: Limitations of the Research 
The current research had several limitations. The study included a small sample size (15) from only three companies, affecting the findings' generalisability. Second, the study focuses on four leadership styles (transformational, transactional, autocratic, and laissez-faire). Therefore, it does not consider the diverse leadership styles and the fact that leaders can simultaneously have characteristics of different leadership styles. In addition, the research findings are based on subjective perceptions of the participants (employees) about leadership and organisational performance; this can affect the reliability of the findings. 

6.4: Recommendations and Future Research  
Organisations should adopt leadership styles that include the aspects of transformational and transactional leadership styles to boost employee satisfaction, performance, and overall organisational performance. Organisations should also focus on enhancing their effectiveness in the communication of goals. Concerning future research, a larger and more diverse sample should be used. Future research should also include a wide range of leadership styles and various sectors. Furthermore, future studies should use mixed methods and include managers and employees to get more objective and deeper information from both perspectives.

6.5: Reflection
The research process was overall great despite a few challenges. When I was choosing my research topic, I worried that I might not find a topic that I could confidently support with a rationale. When I wrote the proposal, I realized that it was vital to go through previous studies to understand the best frameworks, methodologies, and formats for handling research topics like mine. This became clear when I was writing the research project report as I had to adjust my theoretical framework and narrow it down to specific areas that I wanted my research to focus on.
My tutor helped me a lot with this, reminding me to justify my choice of methodologies and to cite the sources.
The most challenging task was data collection. I had to go outside the selected companies and wait for employees who were not busy to handle the questionnaires, knowing that according to ethical principles, participation in the study is voluntary and one can refuse participation at any time. However, I was able to complete all the expected questionnaires and proceeded with the data analysis. Data analysis went well as the sample size was small and required basic MS Excel skills to analyze. However, I had to go through a few revisions as my tutor told me I needed to make the analysis section more 'analytical'. This was a useful exercise as I was able to relate my research findings to previous literature and therefore show the contribution of my research to the field of business management. If I were to do this study again, I would use a larger sample. That will give a deeper picture of the relationship between leadership styles and organisational goals.
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Appendices
[bookmark: _3ygebqi]Appendix 1: Self-administered questionnaire

Kindly answer the following questions honestly and select on one response per question. 
1. Which one of the following best describes the leadership in your organisation?
1) Inspires and motivates employees to exceed expectations and reach their full potential
2) Rewards performance and maintains clear structure and order within teams
3) Provides autonomy to employees, allowing them to make decisions with minimal interference
4) Strong emphasis on leader authority, decision-making is mainly centralised
5) Not Applicable/ Not sure 
2. I am satisfied with the leadership style demonstrated my supervisor or manager
1) Strongly disagree 
2) disagree 
3) Neutral
4) agree 
5) Strongly agree 
3. Do you agree that the leadership style of your organisation influences you to perform well in your job?
1) Strongly disagree 
2) disagree 
3) Neutral
4) agree 
5) Strongly agree 
4. In your view, how effective is the leadership style in your organisation in achieving key performance indicators for business success (e.g., innovation, productivity).
1) Ineffective
2) Somewhat Ineffective
3) Neutral
4) Somewhat Effective
5) Effective
5. Do you agree that your organisation's leadership styles align with the overall organisational goals and objectives?
1) Strongly disagree 
2) disagree 
3) Neutral
4) agree 
5) Strongly agree 
6. Do you agree that leadership styles influence the organisational culture and work environment?
1) Strongly disagree
2) disagree 
3) Neutral
4) agree 
5) Strongly agree 
7. Do you agree that leadership styles influence job satisfaction among your colleagues?
1) Strongly disagree 
2) disagree 
3) Neutral
4) agree 
5) Strongly agree 
8. How effectively does your organisation’s leadership communicate the departmental or team goals?
1) Poorly
2) Somewhat Poorly
3) Neutral
4) Somewhat Well
5) Very Well
9. In your experience, how well does leadership in your organisation adapt and influence employees to adapt to different situations.
1) Poorly
2) Somewhat Poorly
3) Neutral
4) Somewhat Well
5) Excellent 











[bookmark: _2dlolyb]Appendix 2: Ethics form
APPLICATION FOR ETHICAL APPROVAL

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

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

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

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

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

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

SECTION A: About You (Principal Researcher)
	1
	Full Name:
	Miglena Toteva

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

	
	Undergraduate Student
	X
	Taught Postgraduate Student
	☐
	Postgraduate Research Student
	☐



	3
	Institute/Academic Discipline/Centre:
	
University of Wales Trinity Saint David

	4
	Campus:
	London Campus


	5
	E-mail address:
	
2023087@student.uwtsd.ac.uk

	6
	Contact Telephone Number:
	
07455623132

	
	For students:

	7
	Student Number:
	2023087

	8
	Programme of Study:
	BA(Hons) Business Management Level 6

	9
	Director of Studies/Supervisor:
	Dr Taye Timothy Osadiya






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

	
	
	Date

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

	
	
	Institute Research Committee
	X
	

	
	
	Other (write in)

	☐
	



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

	1
	UWTSD Research Ethics & Integrity Code of Practice
	X

	2
	UWTSD Research Data Management Policy
	☐

	3
	[List any other relevant documents here]
	☐



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


	2
	Contact person name
	


	3
	Contact person e-mail address

	

	4
	Is your research externally funded?
	YES
	☐
	NO
	X

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

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

	7
	
	Employed
	YES
	☐
	NO
	X

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

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




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

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




SECTION E: Details of Research Activity
	1
	Indicative title:
	TO WHAT EXTENT CAN LEADERSHIP STYLES IMPACT ON THE ACHIEVEMENT OF ORGANISATION GOALS?



	2
	Proposed start date:
	01/08/2023
	Proposed end date:
	13/12/2023

	
	Introduction to the Research (maximum 300 words per section)

Ensure that you write for a Non-Specialist Audience when outlining your response to the points below:

· Purpose of Research Activity
· Proposed Research Question
· Aims of Research Activity
· Objectives of Research Activity

Demonstrate, briefly, how Existing Research has informed the proposed activity and explain
· What the research activity will add to the body of knowledge
· How it addresses an area of importance.
· 

	3
	Purpose of Research Activity

Leadership is a widely studied topic and therefore, there exists vast literature regarding leadership and different leadership styles. However, there is continued interest in understanding the effective leadership styles especially during this time when many business organisations are experiencing challenges related with external pressures and changing employee behaviours. Organisations are yearning to have the best set of leadership styles to not only make bold goals but also foster employee commitment and performance amid the efforts to retain their talented human resources. Nevertheless, there is no leadership style or a combination of leadership styles that is universally accepted as a standard for effective leadership. Therefore, there is a need to continuously analyse the role of leadership styles in influencing employee performance and achievement of organisational goals in different contexts and changing times. Therefore, the current research aimed to investigate the impact of leadership styles on the achievement of organisational goals in the UK context. 




	4
	Research Question

1. To attain the above-stated objectives, this research will seek to answer the following questions:
2. How do various leadership styles manifest within the business organisation?
3. How do various leadership styles affect employee motivation and job satisfaction?
4. To what extent do leadership styles correlate with organisational performance indicators?
5. Why are certain leadership styles best suited for particular types of organisational goals?




	5
	Aims of Research Activity
The aim of this study was to examine the extent to which various organisational leadership styles impact the achievement of the set organisational goals. 



	6
	Objectives of Research Activity

1. To identify the most common and appropriate leadership styles in the contemporary business organisations
2. Examine the effect of different leadership styles on job satisfaction and employee motivation.
3. To identify the relationship between leadership styles and the key performance indicators for business success.
4. To offer insights into the likely alignment between particular leadership styles and the various forms of organisational goals. 




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

	7
	
The current research is quantitative, and it is in the form of a mini-survey (targeting a small number of respondents) as the aim is to get statistical information about leadership and organisational performance. This is based on objective epistemology, which contends that human knowledge is based on precepts not sensations (Saunders, 2019). The reality is out there to be observed and conclusion to be made objectively devoid of subjective notions (Saunders, 2019). 

Apart from that, there is a time limitation in the data collection time and the entire project has to be delivered in time. Therefore, it was logical to use a quantitative approach as it does not consume a lot of time. Moreover, data can be collected from multiple participants simultaneously. The researcher does not have any funding for this research and does not expect to have other gains (for example job promotion or scholarship profile) apart from acquiring knowledge in research methods and fulfilment of the current academic programme requirement. Therefore, it is justifiable to use a methodology that fits within the researcher’s scope and resources. 




	
	Location of research activity
Identify all locations where research activity will take place.

	8
	The United Kingdom



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

	9
	
N/A





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

	NO
	X

	
	
	YES
	☐

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



(this box should expand as you type)



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

	12
	A prosperous Wales
	☐
	X

	13
	A resilient Wales
	☐
	X

	14
	A healthier Wales
	☐
	X

	15
	A more equal Wales
	☐
	X

	16
	A Wales of cohesive communities
	☐
	X

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

	18
	A globally responsible Wales
	☐
	X

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

	
	


(this box should expand as you type)



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

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

	2
	Use of interviews?
	☐
	X

	3
	Use of focus groups?
	☐
	X

	4
	Use of participant diaries? 
	☐
	X

	5
	Use of video or audio recording?
	☐
	X

	6
	Use of computer-generated log files?
	☐
	X

	7
	Participant observation with their knowledge?
	☐
	X

	8
	Participant observation without their knowledge?
	☐
	X

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

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

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

	12
	Investigation of participants involved in illegal activities?
	☐
	X

	13
	Use of procedures that involve deception?
	☐
	X

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

	15
	Working with live vertebrate animals?
	☐
	X

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

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

	
	Details of any other primary data collection method:



(this box should expand as you type)
	
	


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

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

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

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	X

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

	3
	Vulnerable adults?
	☐
	X

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

	5
	Prisoners?
	☐
	X

	6
	Young offenders?
	☐
	X

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

	8
	People engaged in illegal activities?
	☐
	X

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

	☐
	X

	
	Details of any other participant groups:



(this box should expand as you type)
	
	



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

	10
	How many participants are expected?

	
15 participants

(this box should expand as you type)

	11
	Who will the participants be?

	The target population for this research included employees from a retail store, a chain restaurant


(this box should expand as you type)

	12
	How will you identify the participants?
	
The respondents must have worked in their current organisations for at least three months. Since the researcher did not have a specific number for employees in the selected companies (particularly for the accessible branches) and did not have prior knowledge of their workplace behaviours, convenience sampling was used.

(this box should expand as you type)




	
	Information for participants:
	
YES
	NO
	
N/A

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

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

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

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

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

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

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

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

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

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

	
	


(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	X
	☐

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

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

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

	28
	If YES to any question, please provide full details 

	
	


(this box should expand as you type)



SECTION H: Anticipated Risks

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

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

	1
	Full risk assessment completed and appended? 
	Yes 
	☐

	
	
	No
	X

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

	
	Risk to participants: N/A


(this box should expand as you type)
	How you will mitigate the risk to participants: N/A



(this box should expand as you type)

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

	
	
N/A

(this box should expand as you type)

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

	
	Risk to the investigator:
N/A


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

N/A

(this box should expand as you type)

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

	
	Risk to the University:

N/A

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

N/A

(this box should expand as you type)

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

	
	Risk to the environment:

N/A

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

N/A

(this box should expand as you type)



	
	Disclosure and Barring Service

	
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	7
	Does your research require you to hold a current DBS Certificate?
	☐
	X
	☐

	8
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	



SECTION I: Feedback, Consent and Confidentiality

	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	N/A


(this box should expand as you type)

	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	N/A



(this box should expand as you type)

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	
N/A


(this box should expand as you type)



SECTION J: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	☐
	X

	
	If YES, provide a description of the data and explain why this data needs to be collected:

	2
	


(this box should expand as you type)

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	☐
	X

	
	If YES, provide a description of the special category data and explain why this data needs to be collected:

	4
	


(this box should expand as you type)



	
	Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	X
	☐

	6
	University computers?
	X
	☐

	7
	Private company computers?
	☐
	X

	8
	Home or other personal computers?
	X
	☐

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	X
	☐

	10
	“Cloud” storage or websites?
	☐
	X

	11
	Other – specify:

	☐
	X

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

	
	

(this box should expand as you type)



	
	Data Protection

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	X
	☐

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

	15
	Sharing of data with other organisations?
	☐
	X

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

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

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

	19
	Use of data management system?
	X
	☐

	20
	Data archiving?
	☐
	X

	21
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):

	
	


(this box should expand as you type)

	22
	List all who will have access to the data generated by the research activity:

	
	
Researcher and University

(this box should expand as you type)

	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	
Researcher and University


(this box should expand as you type)

	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	
	
Passwords and antivirus programs 

(this box should expand as you type)

	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so please explain. (Most relevant to academic staff) 

	
	


(this box should expand as you type)

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

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	X





SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	1
	Signature of applicant:
	Mrs Miglena Toteva
	Date:
13/12/2023



For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	Dr. Taye Timothy Osadiya
	Date: 21/12/2023

	3
	Signature:
	Osadiya

	



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

	5
	Signature:
	

	



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

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

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

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

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

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

	X
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.



	RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
You will be informed of the outcome of your claim by email; therefore it is important that you check your University and personal email accounts regularly.

	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.



This form is available electronically from the Academic Office web pages: https://www.uwtsd.ac.uk/academic-office/appendices-and-forms/
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