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Abstract
This study examines whether managers in major British organisations are sufficiently trained to lead ethically and emotionally intelligently, and whether present managerial actions appropriately support employee wellness, communication, trust, and overall work satisfaction. Analysis shows that the ethical capacity of managers is a crucial societal issue in current work environments due to the growing demands for moral accountability, particularly transparency when focusing on employees. Drawing upon literature that contrasts traditional leadership models with modern ethical and emotionally intelligent approaches, the study finds that despite the evolution of leadership theory, many British employees continue to experience various issues such as inconsistent managerial behaviour, a lack of empathy, and insufficient conflict resolution skills. A qualitative study undertaken by employed individuals shows their views of managerial ethics and emotional intelligence
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Leadership within contemporary businesses over the course of time has undergone substantial development, as management progresses, individuals in position of authority are increasingly required to display traits associated with emotional intelligence, ethical judgement, and stronger interpersonal abilities towards employees in addition to traditional workload tasks. Traditionally, managerial responsibilities were characterised by authority, work distribution, and operational control, reflecting classical models that prioritised productivity and uniformity (Nicolescu and Nicolescu, 2025). Although these methods provided structural clarity, they frequently ignore the emotional and relational aspects of leadership that are of significance, particularly in today’s work environment. 

The organisational settings today can be more complex, changing, and psychologically demanding for employees in comparison to the past. According to research, trust, employee well-being, and organisational leadership practices are all significantly impacted by ethical leadership and focus on overall employee ethics contributes to an increase in a positive and more productive working environment, (Sookdawoor and Grobler, 2022). The relevance of leader behaviour is evident and further underscored in sectors such as retail, where poor leadership practices and career discontent have been related to unpleasant working experiences and reduced employee engagement, (Whysall, Foster, and Harris, 2009).

Furthermore, previous leadership was frequently seen as a position of power rather than a moral and ethical obligation. However, contemporary workplaces demand managers to traverse complicated interpersonal relationships, display emotional intelligence, and support ethical values that promote employee health (Miao, Humphrey, and Qian, 2021). Despite this development, many employees continue to report feeling underpaid, neglected, or unfairly treated. Management Today’s collaborative report with the Institute of Leadership & Management found that 50% of UK employees believe their organisation prioritises profit over people, suggesting that ethical responsibility is still not embedded consistently within managerial culture (Sookdawoor & Grobler, 2022). This suggests that British employees feel as though they are overlooked, particularly believing that their business prioritises profit over their employees, therefore showing that social ethical responsibility can still often be neglected. This contributes to the main issue that drives this research: are managers genuinely capable of leading in an ethical and responsible manner, or do organisational pressures promote actions that compromise the rights and experiences of employees?



The research challenge is further strengthened by evidence that employee disputes typically go undetected. Fleming, (2024) states that job discontent within British retail contexts usually originates from emotional reactions to interpersonal interactions, perceived unfairness, and workplace demands. When managerial actions fail to address these challenges, employees may disengage, resulting in reduced productivity, increased turnover intentions, and diminished trust. Contemporary British survey results also stress the need for emotionally intelligent leadership, with studies demonstrating that emotional intelligence based managerial behaviour corresponds highly with enhanced morale and communication (Sarwar et al., 2020). However, it is still unclear how much emotional intelligence and ethical consciousness managers now possess to properly manage these issues. 



The scrutiny of leadership quality has increased due to several factors, such as changing employee expectations, growing concerns on mental health and well-being, and importantly unethical behaviour. Research establishes that in the year of 2022-2023, a number of 875,000 employees un the UK experienced stress related to their career, as well as mental health factors such as anxiety and depression, which thus in turn resulted in 17.1 million lost working days, (Mental Health Foundation, 2023). These concerns demonstrate the need for studies that examine how well managerial actions promote fairness and improved employee morale. 

Emotional intelligence has evolved as a significant component of current leadership theory because it enables managers to identify emotional cues, regulate their emotions, and handle conflict empathetically (Morrissey, 2024). The capacity to emotionally connect with people is increasingly seen as an essential managerial skill rather than an optional addition in workplaces marked by cultural diversity, hybrid working methods, and increased stress. Research also reveals that leaders with high emotional intelligence are better equipped to address mental health difficulties, manage disagreements impartially, and promote psychologically safe working settings (Rachmad, 2022). However, the expectations of today's workforce may not be met by traditional leadership styles, especially those that emphasise transactional control or hierarchical authority. This raises the question of whether managers receive sufficient development and training. 










[bookmark: _Toc215870603]Research aims and objectives

To investigate how emotionally intelligent and ethical leadership methods influence relationships between employees and managers in significant British organisations, particularly on communication, job satisfaction, and workplace performance.

Objectives
Objective 1. To compare the ethical and emotionally intelligent leadership strategies employed in modern businesses to traditional managerial techniques.
Objective 2. To obtain and examine employee viewpoints on how various leadership practices influence
interactions and experiences at work using an anonymous survey.
Objective 3. To assess the impact of present leadership development and training programs and determine how they might be enhanced to better support moral and people-centred management.


[bookmark: _Toc215870604]Scope of the study

This research studies methods for leadership within large UK-based businesses across multiple industries to capture individual employee experiences. The study examines conventional and contemporary leadership theories, emotional intelligence, workplace ethics, and employee attitudes using an anonymous qualitative survey among individuals who are presently or recently employed. Due to limitations, managerial interviews, small firms, and multinational organisations are excluded. This research is justified since employee experiences directly affect morale, turnover and performance, and concerns about unethical leadership have escalated, with UK reports emphasising toxic cultures and insufficient accountability (The Guardian, 2021). Although emotional intelligence is becoming a growing necessity in leadership development, there fails to be ample evidence from the UK that demonstrates how well these abilities are used in everyday circumstances. By exploring whether managers possess the ethical awareness and emotional competency necessary in modern settings, the research tackles a critical question: Are contemporary leaders assisting employees, or do present managerial actions fall short of today’s ethical and ethical demands?
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2.1 objective 1: Compare contemporary ethical and emotionally intelligent leadership approaches with traditional leadership models in modern UK workplaces.



Traditional leadership theories such as trait theory, authoritarian models and transaction centred leadership were formed during periods where organisational hierarchies were rigorous, male dominated working environments and often employee wellness was mostly disregarded, (Northouse, 2021). According to trait theory, leaders are “born, not made,” depending on intrinsic traits such as self-assurance, confidence, or decisiveness. Transactional leadership on the other hand, places a strong emphasis on systems of reward, punishment, control, and compliance (Bass, 1985).

Initial research by Burns (1978) described transactional leadership as a paradigm where people carry out orders under clear hierarchies. These models have been extensively utilised in a variety of UK industries, such as retail, logistics and hospitality, especially where command chains and organised procedures are crucial (Hucynski and Buchanan, (2020). However, critics suggest that conventional models ignore cultural variances, personal feelings, and contemporary demands for participative leadership (Yukl, 2019). Although these methods encourage productivity, they often fail to support wellness or trust which is two crucial components of contemporary employee happiness. Thus, it can appear to be shown that leadership frameworks that incorporate ethical and emotional intelligence have been made possible due to evolving from the shortcomings of previous models. 







There are multiple core principles that management can utilise in relation to ethical moral behaviour, these traits are often; trust, communication honesty, and transparency, which are all highlighted by ethical leadership (Brown & Treviño, 2006). The expanding importance correlates with widespread concerns about corporate misbehaviour, with numerous UK cases involving unethical executive behaviour (The Guardian, 2023). Ethical leadership theory implies leaders impact workplace conduct through role modelling and values-driven decision making (Treviño et al., 2014). The importance of ethical leadership is that it necessitates transparency and shared moral responsibility, in contrast to authoritarian methods. However, researchers say certain organisations practice “ethics washing,” when ethics appear in policy documents but are not enacted (Greenwood & van Buren, 2017). Systems that prioritise performance over integrity cannot encourage ethical leadership, Therefore, the need to examine whether managers are genuinely equipped to lead ethically is supported by the discrepancy between ethical expectations and practice. 

The definition of emotional intelligence refers to detecting and managing emotions in both one and other people (Mayer, Caruso & Salovey, 2016). In relation to the working environment with diverse teams, hybrid work, and growing mental health problems, its significance over time has increased. Goleman’s emotional intelligence model (1995) identifies self-awareness, self-regulation, motivation, empathy, and social skills as important components. Research shows that conflict is lessened and the work environment is improved by leaders with higher levels of emotional intelligence (Schute and Loi, p.47., 2014). Therefore, by prioritising measures that incorporate emotional intelligence practices, employees are needs are met with. On the hand, studies show that leaders with lower levels of this capability may behave unpredictably or insensitively, undermining morale (Prentice et al., 2020) Scholars claim that emotional intelligence is difficult to assess reliably. Despite these limits however, EI is an essential leadership skill, yet studies show that many managers lack it. 

The traditional methods of emotionally intelligent practices used with in the twentieth century are often contextualised as aiming to provide employees with social, practical, and personal intelligence practices (Salovey, Mayer, and Caruso, 2004). These practices were typically focused on teamwork, communication, and people skills. The outcome of this research provides specific tests applied in this previous day of age, which resulted in the Mayer-Salovey-Caruso emotional intelligence test (MSCEIT) to measure intelligence approaches used with businesspeople (leaders) as well as educators. The test itself was introduced in 2002; however, it was developed in 1997 from the ability model of emotional intelligence. It was used to assess business professionals' ability to identify emotional cues, use emotions to solve problems, decipher emotional complexities, and control their own and other people's emotions amongst employees (Maul, 2012). This was considered a breakthrough as it aids in determining leadership, decision-making, and people skills strengths and areas for improvement that are still used in training in this modern century. The model consists of four additional specialist skills: (1) the capacity for precise perception, evaluation, and expression of emotion (3) the capacity to comprehend emotion and emotional knowledge ("perceiving emotions"); (2) the capacity to access and/or produce feelings when they support thought ("using emotions," also known as "emotional facilitation of thought"); (4) the capacity to control emotions in order to encourage emotional and intellectual development ("managing emotions"), (Maul, 2012). 

The test itself was thought to strengthen decision making skills through emotional intelligence with in, in this instance, business leaders and their employees. Employers that used this model and scored highly were thought to be better at managing stress amongst employees, by using emotional perception and conflict resolution in the workplace (Druskat, Mount, and Sala, 2013). The approach has been used in businesses such as Johnson and Johnson’s consumer and personal care group by generally balancing emotional skills with organisational goals, such as being employed by a business to assess managers' capacity to recognise and control their emotions in high-stress scenarios, including project deadlines or corporate deadlines, (Druskat, Mount, and Sala, 2013). In addition to this method, other businesses also incorporated methods to support empowerment through employees; for example, British Petroleum (BP) promoted employee empowerment through programs like "Project 1990" and established flatter structures of management and fewer managerial tiers in the 1990s. This change was made to speed up decision making and encourage more direct interaction from staff members at all levels. Although these conceptual theories were previously adapted, it can be criticised that these methods of emotional intelligence are not at the same level of depth that modern ones are, therefore providing evidence that a requirement of more practices that positively impact employees is evident in large businesses. 





Compared to earlier methods, contemporary ethical leadership techniques have made considerable progress, placing an emphasis on sustainability, openness, and inclusivity. Laasch (2021) explains in Principles of Management that modern leadership incorporates ethics, responsibility, and sustainability at its foundation, bringing business procedures into line with social ideals, choosing profit maximisation and immediate advantages, sometimes at the expense of ethical issues, was the main focus of twentieth century leadership styles, which were frequently distinguished by an upward structure of hierarchy. Leaders were more inclined to take a transactional approach, giving performance and employee compliance importance over moral conduct or long-term social consequences, (Rachmad, 2022). The move toward transformational leadership, which promotes empowerment, moral decision making, and building trust within teams, is one notable advancement in contemporary leadership approaches. Today's leaders must be emotionally intelligent, actively listen to their staff, and make choices that will benefit the company and society overall (Muff, Delacoste, and Dyllick, 2022). 

This contrasts with earlier models that frequently valued efficiency and financial performance over the welfare of employees. Furthermore, the concepts of sustainability and corporate social responsibility (CSR) are integrated into contemporary ethical leadership. Businesses are being held increasingly responsible for their social contributions, environmental effects, and moral business practices. For instance, CEOs are now expected to actively promote good change rather than merely comply with rules and regulations by promoting diversity, ensuring fair labour standards, and prioritising sustainability (Laasch, 2021). On the other hand, previous methods frequently prioritised profits over wider societal concerns. Despite advancements, there are still issues with how ethics and sustainability are integrated into leadership. In complicated global settings, making ethical decisions frequently involves balancing competing interests, and some leaders may still find it difficult to match their financial goals with their wider societal obligations, (Cropanzano and Mitchell 2005). Modern procedures, however, represent a significant advancement that promotes social trust and long-term business wellbeing for employees.
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[bookmark: _Toc215870607]The analysis of key employee concerns to support survey research

To enhance group and organisational performance, organisations must focus on the root causes of conflicts and address those issues. Disagreements or differing objectives that might have negative effects on those concerned are referred to as confrontations. Two familiar challenges that employees raise with their management involving leadership are mental health and wellbeing concerns as well as conflict resolution amongst other employees, (Winardi, Prentice, and weaven, 2022). Furthermore, research suggests that conflict resolution in relation to group functioning can be severely harmed by ongoing relationship conflicts, particularly when those conflicts are negative, trivial, and hostile (Winardi, Prentice and weaven, 2022). For instance, if members of the group disagree on projects, they will resent other participants and link this task related disagreement to personality problems, which is why it is of importance to manage this common issue effectively. 

Consequently, research states that to resolve issues such as this, it is vital to promote active communication, as it promotes an open discussion in which all participants are free to voice their opinions without interference, (Bhakuni, rana, and Bhanot, p.97, 2024). This method helps people focus on topics rather than individuals and helps to clear up misunderstandings. In addition to this, it is important to consider all pathways of conflict resolution that emerge amongst workplaces, which is why facilitating mediation with an unbiased third party to identify similar attitudes and differences and come to a compromise as well as encouraging workplace members to train in emotional intelligence courses will allow them to empathise with others and manage emotions effectively (Liddle, 2023). Mental health is also a significant challenge; however, the offer of crisis support, mental health resources, and private counselling service initiatives assists staff members in successfully resolving personal and professional issues. Availability of Resources for Mental Health where employees can readily seek assistance if therapists are available on-site or virtually, if mental health apps (like Headspace or Calm) have funding, or if mental health hotlines are available, as well as candid dialogue with regular check ins, (World Health Organisation, 2022). 

The issues of mental health and conflict resolution have been approached by management in different but complementary ways. Interpersonal dynamics, encouraging cooperation through active communication, and mediation are the main focuses of conflict resolution techniques. To reduce long term group dysfunction, these strategies emphasise candid conversations that assist teams in concentrating on work rather than personal complaints (Winardi, Prentice, and Weaven, 2022). By addressing the underlying causes of conflicts, tools such as emotional intelligence training help employees negotiate interpersonal issues with empathy. On the other hand, mental health interventions use systemic assistance to address individual well-being. Both personal and professional difficulties are addressed by programs like mental health apps, counsellor access, and employee assistance programs. These Regular check ins and flexible work schedules help employees become more resilient to stress and burnout (World Health Organisation, 2022). Although one strategy focuses on group harmony and the other on individual stability, both strategies seek to create a positive work environment.
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Numerous studies have examined how well emotional intelligence management techniques may develop good leadership, with professionals highlighting how they can encourage employee engagement, teamwork, and organisational success. In the Handbook of Research on Employee Voice, Wilkinson et al. (2020) draw attention to the crucial relationship between emotional intelligence and leadership, arguing that EI practices improve leader's capacity to identify, understand, and control emotions both their own and those of others thereby building a healthy work environment. Strong emotional intelligence in leadership enables leaders to function as sympathetic facilitators by addressing fundamental issues like employee discontent and disengagement. Employee voice is a critical component of organisational performance, and leaders with high emotional intelligence are adept at hearing their concerns, resolving disputes, and building trust. According to Priya et al., (2025), companies with emotional intelligence trained executives are more likely to maintain inclusive workplaces where staff members are respected and feel heard. 

Consequently, this enhances dedication and output. However, Rivers et al. (2020) suggests how well emotional intelligence methods are implemented and how it also affects how effective they are. For example, context sensitive, evidence-based leadership development in emotional intelligence should be tailored to the needs of individual organisations. Even though instruments like the Mayer-Salovey-Caruso Emotional Intelligence Test and the MSCEIT have been used, their use needs to go beyond measurement to promote significant behavioural changes. According to Wilkinson et al. (2020), if superficial EI techniques are not combined with more comprehensive frameworks for leadership development, they might not yield long term advantages. The format of the emotional intelligence test is particularly effective at helping leaders become more self-aware. According to Rivers et al. (2020), leaders can react to workplace issues more intelligently if they have a better grasp of how they feel and control their emotions. For instance, leaders might modify their management and communication approaches to create a more peaceful workplace by identifying stressors or interpersonal issues. This increased self-awareness acts as a stimulant for behavioural shifts, pushing leaders to take more inclusive, constructive, and sympathetic stances.
Additionally, the MSCEIT and emotional intelligence test encourage the growth of people skills that are necessary for successful leadership. It improves leaders’ capacity to settle disputes and inspire groups by teaching them how to effectively read emotional cues and control interpersonal dynamics. According to Rivers et al. (2020), these enhancements are consistent with transformative leadership. Although these benefits are effective, emotional intelligence-based leadership practices can have faults. The issues addressed by Wilkinson et al. (2020) show that the hazards of relying too much on emotional intelligence tests or the possibility that leaders might misuse them to manipulate others may be a concern. However, these approaches support combining emotional intelligence with moral leadership values and ongoing professional growth to combat these problems. 

Contemporary solutions in large UK companies could be enhanced by two strategies: personalised employee support and digital platforms for employee feedback. Each strategy has its own advantages and disadvantages, but they both centre on improving communication, attending to individual needs, and creating a positive work atmosphere. Evaluation platforms and other AI-powered digital technologies are being used increasingly to examine conflicts and keep a focus on staff satisfaction. Since these solutions offer immediate feedback, businesses can respond quickly to problems. Digital feedback systems can assess employee mood on a broad scale and spot trends or early indicators of discontent or disengagement, (Budhwar et al., 2022). By doing this, they enable managers to resolve issues before they become more serious disputes that could have a negative effect on morale and productivity. By doing so the benefits are of many, such as immediate conflict detection tools enable prompt reactions to potential problems by giving instant insights into the emotional and mental states of employees (Budhwar et al., 2022). 

Additionally, anonymity and openness compared to more conventional face to face contacts, allow employees to feel more at ease voicing their issues via digital channels, which can result in more truthful and honest responses. Data driven decisions also Use real-time data, and managers can develop solutions and make evidence-based decisions to oversee problems more successfully, (Gallo et al., 2022). Alternatively, privacy issues where the constant use of tracking employees’ opinions raises concerns about data ethics and privacy. Constant surveillance may make employees uneasy, which could reduce management's legitimacy, as well as the issue of lack of nuance, because although AI systems are capable of identifying patterns, they might not be able to pick up on the emotional nuances of human interaction, which could lead to misunderstandings about conflicts or the failure to recognize personal dynamics that call for personal involvement as it is more personal (Budhwar et al., 2022).

On the other hand, Meske and Junglas (2021), calls attention to the fact that employees are increasingly looking for an individual approach that tackles their unique problems, particularly in remote or hybrid work. Businesses could use this approach to show their dedication to the welfare of their employees by offering tailored support, which promotes trust and sustained engagement. The benefit of using this approach is of many, Enhanced Staff engagement when workers receive individualised help that meets their specific requirements, they may feel appreciated and supported, which can result in increased job satisfaction. Additionally, talent preservation is a benefit as well Since workers are more inclined to stick with companies that support their professional and personal growth, providing individualised support can help draw in and keep hardworking employees (Meske and Junglas (2021). Nevertheless, downfalls of these modern approaches are that it can be expensive and time-consuming to provide individualised help, especially for bigger businesses that must serve varied personnel, (Simons, 2002). Additionally, if certain employees receive more attention than others, individual support may unintentionally give the impression that someone is being treated unfairly or with partiality if it is not handled appropriately. 
[bookmark: _Toc215870609]Methods 

Approach of research
This dissertation will use a qualitative research approach by use of an anonymous, open-ended survey to investigate how employees in large scale British businesses perceive management ethics, emotional intelligence, and leadership potential. Because the research seeks to comprehend individual experiences, contextual significance, and subjective perceptions of workplace leadership aspects that cannot be adequately captured by numerical data alone a qualitative approach was used. Participants can communicate how managerial practices affect their emotional well-being, trust, engagement, and sense of fairness using qualitative research, which prioritises depth and detail, (Taherdoost, 2022).

The choice of a qualitative survey is consistent with the more general framework of research on emotional intelligence and leadership. Research shows that emotionally intelligent leadership has an impact on workplace cohesion, employee empowerment, and conflict resolution (Gaya et al., 2025). Open-ended personal narratives are the most effective way to examine these intricate interpersonal processes. Furthermore, the qualitative approach enhances the study's capacity to examine whether managers successfully implement emotional and ethical practices in actual workplace contexts, since emotional intelligence research frequently depends on personal descriptions of interpersonal interactions (Efrat and Zait, 2024).

The study's goal is to investigate "whether managers are adequately equipped to lead," this strategy is particularly appropriate. This entails figuring out organisational procedures, attitudes, and behavioural patterns that either help or impede effective leadership. This qualitative design allows for the inductive emergence of new, unexpected topics, in contrast to quantitative research that evaluate predefined variables. Given the dynamic nature of workplace ethics, digital feedback technology, and the shifting expectations that employees have of managerial behaviour, this is crucial (Walker, 2024).

Data sampling strategy

Participants that fit the study's inclusion criteria will be found using a purposive sampling technique. Participants must be at least eighteen years old, have experience working with managers, and be employed in a sizable UK-based company either recently or currently. Because the study calls for participants who have firsthand experience with workplace leadership, purposeful sampling is suitable. Purposive sampling guarantees that the responses collected will meaningfully reflect leadership interactions, (Ahmad and Wilkins, 2025), whereas collecting data from a random sample may include people whose experiences are irrelevant to the research aims.

Research tools and materials 

The process of gathering and preparing data will be aided by a few methods. The survey responses will be created, distributed, and safely stored using Microsoft Forms. After data collection, it will be exported into analysis preparation. Responses will be systematically organised, and the results will be arranged according to a quantitative analysis template. These technologies are accessible, affordable, and useful for replication by other researchers, and they are suitable for quantitative research.

Methods of data analysis

Descriptive statistical techniques will be used to assess the quantitative responses when data collection is finished. Recurrent counts, percentage distributions, mean scores for Likert-scale questions, and comparative patterns between other categories will all be components of this. Measurable patterns in emotional intelligence, fairness, communication, support, and ethical leadership can be found attributed to the survey's structured form, which facilitates numerical analysis, (south et al., 2022).
Next, the dataset will be cleaned to eliminate any incomplete or inaccurate submissions. After that, the questions will be grouped into thematic categories including communication, ethics, emotional intelligence, and conflict resolution. The data's distribution patterns and central tendencies will be summarised using descriptive statistics. Tables or charts will be used to properly display the results, making interpretation simple.
Likert scales will be given numerical values and closed-ended responses will be quantitatively coded before analysis. This coding procedure makes it possible to compare responses objectively and consistently. To ensure that the results accurately reflect participant replies, coding will be directly guided by the survey's format rather than by pre-existing hypotheses. Numerical data patterns will assist show broad trends in employee perceptions because leadership experiences differ amongst businesses.

Ethical considerations
Given that individuals may reflect on stress, conflict, or unfavourable interactions at work, ethical considerations are crucial. The study will adhere to university ethical standards and the principles under the Data protection act (2018). Before starting the survey, participants will be fully informed about the objective of the study, that participation is voluntary, and how their data will be used. By choosing an agreement option on the first page, they will give their informed permission.
By making sure that no names, job titles, organisation names, or email addresses are gathered, anonymity will be maintained. Password-protected, university-approved systems will be used to securely store all data. At any time prior to submission, participants will have the option to withdraw by leaving the survey. Additionally, they will be reminded to only respond to questions they feel comfortable answering and to avoid naming any individuals or businesses. These ethical precautions guarantee adherence to study guidelines and safeguard the welfare of participants.

Rationale of methods
The use of this methodology has multiple strengths of it use, including the capacity to identify statistical trends in leadership perceptions, the increased transparency of participants because of anonymity, the relevance guaranteed by purposeful sampling, and the lucidity of the quantitative analysis. Additionally, participants from all around the UK can access the online format. The absence of follow-up questions, the potential for self-selection bias, and the incapacity to generalise results to all UK organisations are some of the drawbacks. Even with closed-ended questions, responses might differ in depth, and comparisons between other industries or jobs are limited by the lack of demographic data. When interpreting the results, these restrictions will be noted, (Pereira, 2023).

[bookmark: _Toc215870610]Research Findings

Participant demographic

Figure 1
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The greatest number of respondents were in the 18-25 age range, with lesser percentages in the 26-30 and 30 plus range. This suggests that the sample was primarily young and employed


Career sector experience 

Figure 2
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The majority of participants reported having worked in retail and hospitality, followed by positions in the public sector and healthcare, indicating that the results mostly represent service-based work contexts.


Measurements of interaction with leaders/management

Figure 3
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The vast majority of respondents said they frequently or always interacted with management, suggesting that participants were regularly exposed to managerial behaviour.






Emotional intelligence in leadership 

Figure 4 – empathy shown by managers Q6 : “managers present empathy when employees are struggling”
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The findings reveal conflicting opinions about empathy, with a sizable minority reporting low levels of management empathy and many respondents choosing mid-to-high rates.


Figure 5- manager’s self awareness

Figure 5 Q7 “managers demonstrate self awareness at work”
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Although higher evaluations were more prevalent, responses were distributed across the scale, indicating that numerous employees believe their managers possess some degree of self-awareness.


“positive examples of emotional intelligence”

Figure 6
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Emotionally intelligent leadership is present but inconsistent, as evidenced by the examples provided by participants, including emotional support, dispute resolution, time off for mental health, and reassurance during stressful situations.

Figure 7- lack of emotional intelligence and the impact on employees
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Shouting, a lack of empathy during illness, severe workload pressure, and poor emotional regulation from management were among the unpleasant experiences reported by many respondents, which they connected to lower morale and more stress.




Ethical leadership and fairness

Figure 8- unethical managerial behaviour , Q 14: “ have you experienced unethical behaviour by management?
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A divide across workplaces was evident as over half of respondents said they had encountered unethical managerial behaviour, while a comparable percentage said they had not.

Figure 9- explanation of unethical behaviour q 15: if yes, describe the behaviour
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Behaviours reported included favouritism, bribery, verbal abuse, nepotism, pressure to work while struggling with illness and inappropriate conflict handling

Figure 9- Businesses prioritising employee well being over profit Q 13
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Although higher evaluations were less prevalent, responses were moderately dispersed, indicating that many employees believe profit frequently takes precedence over well-being.




Figure 10 - consistency and fairness- q 11 managers act consistently and with fairness
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A significant percentage of respondents chose neutral or lower scores, indicating inconsistent ethical practice, even though some respondents thought the leadership was fair and consistent.







Conflict resolution 

Figure 11- The effectiveness of conflict resolution Q 8: managers resolve workplace conflict effectively.
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Although some respondents expressed discontent with the way disagreements are handled, the data indicates a moderate level of confidence in the ability to resolve problems.



Figure 12 - How management responds to conflict, Q20 : “managers respond appropriately when conflict occurs.”
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The majority of respondents chose mid-range answers, suggesting that conflict is not always handled consistently or successfully.







Figure 13- communication effectiveness Q21 : managers encourage healthy communication openly 
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The findings demonstrate a range of experiences and a clear group of negative feedback, indicating that open communication is not always emphasised in workplaces. 




Leadership motivation and capableness

Figure 14- leadership impact on motivation Q23: managerial behaviour affects my motivation
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Higher scores were chosen by most respondents, suggesting that managerial behaviour has significant effects on employee motivation.








Figure 15- managers preparedness to lead- Q22: managers are equipped to lead adequately
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Employee uncertainty about managers’ general readiness to lead effectively is indicated by the mixed scores, many of which were neutral.



Well being support at work

Figure 16- services for well being support availability: Q 18 wellbeing or support practices available at work
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The most popular forms of assistance were counselling services and routine check-ins, but a significant portion of employees said they had no access to any kind of support.



Figure 17- Q 19 how can employers support mental health better?
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Participants stressed regular check-ins, open communication, access to wellbeing tools, non-judgemental workplace culture, and stress awareness.


Recommendations and leadership improvement


Figure 18
[image: A screenshot of a survey

AI-generated content may be incorrect.]

The most often mentioned areas for improvement were communication, empathy, patience, understanding staff, and constructive criticism.











Figure 19
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Praise, support, encouragement, trust, training, feedback, and teamwork were mentioned by respondents as having positive impacts.





Figure 20- workplace improvements 
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Regular check-ins, mental health days, workshops, consistent leadership, less favouritism, improved feedback mechanisms, and manager wellbeing training were all suggested by participants.


















[bookmark: _Toc215870611]Discussion

The results of the qualitative survey examining whether managers are sufficiently prepared to lead are presented and analysed in this chapter, with particular attention to emotional intelligence, ethical leadership, employee wellness, communication, and conflict resolution. The results are directly related to the objectives of the study and the current body of literature

According to the demographic results, most respondents were between the ages of 18 and 25 (Q1's previously displayed figure), indicating that the sample primarily consists of early-career workers. This is important since younger workers are more sensitive to leadership behaviour and frequently work in front-line positions with managers (Jackson, 2023). The majority of participants worked in retail and hospitality, followed by public services and healthcare, according to industry representation (Q4's figure). Examining emotional intelligence and ethical leadership is important since these industries have significant levels of emotional labour and consumer engagement (Gabriel, Diefendroff and Grandey 2023). Furthermore, Q5's figure demonstrates that the majority of participants had regular interactions with management, indicating that respondents were in a good position to assess leadership methods. 

A key component of the results was how emotional intelligence was perceived. The statistic for Q7 demonstrates that opinions on managerial empathy were divided, with many respondents choosing moderate to high ratings and a sizable percentage expressing low empathy. This supports Goleman's (1995) view that empathy is a fundamental element of emotionally intelligent leadership, although it is still not regularly used in everyday circumstances. While a lack of empathy has been connected to higher stress levels and lower morale, managers who exhibit empathy promote psychological safety and trust (Fteiha and Awwad, 2020). Similar variation in management self-awareness is seen in Q6's figure, indicating that although some managers exhibit thoughtful leadership, others are unaware of how their actions impact their staff. This bolsters the assertion made by Crawford (2023) that emotional intelligence skills are not equally developed. 



These tendencies are further shown by the open-ended responses. Positive emotional intelligence behaviours included leaders providing reassurance, modifying workloads amid personal challenges, settling conflicts amicably, and promoting open communication, as seen in Q9's figure. These results support the claim made by Lie and Visram (2022) that emotionally savvy leadership improves resilience and engagement. On the other hand, Q10's figure demonstrates that emotionally unintelligent behaviours included yelling, disregarding employee concerns, pressing employees to work when ill, and exhibiting impatience under duress. Goleman (2020) found that managers with low emotional intelligence experience burnout and decreased performance. These experiences were linked to anxiety, emotional weariness, and demotivation.


Another major theme was ethical leadership. The data for Q14 indicates that a sizable percentage of workers had encountered unethical management practices. Favouritism, verbal abuse, forcing employees to work when ill, nepotism, and abuse of authority were all included in Q15's statistic. These results clearly support Hester and Rogers (2021) research on ethical leadership, which is based on moral behaviour, justice, and integrity. They also show how the absence of ethical leadership immediately erodes employee trust. Bieti's (2021) criticism of "ethics washing," in which organisations promote ethical ideals symbolically without integrating them behaviourally, is supported by the continuation of unethical activities found in these results.



It was also clear that profit and employee well-being were at conflict. The data for Q13 indicates that a large number of participants did not think that their organisation put well-being ahead of profit. This supports young’s et al., (2022) claim that transactional leadership paradigms, which put productivity ahead of people, are still prevalent in many businesses. These results strongly corroborate Keller’s (2023) claim that while CSR and sustainability are being advocated more and more, their actual use is still uneven. In line with Mullin’s and Mclean’s (2019) findings on toxic performance cultures, the belief that profit takes precedence over welfare was often associated with overworking, insufficient mental health assistance, and a lack of managerial compassion.


Communication and conflict resolution were also thoroughly studied. According to Q20's figure, opinions of managers' ability to resolve conflicts were typically modest, with a noticeable lack of satisfaction. Further difference in whether managers actively promote healthy communication may be seen in Q21's figure. These findings are consistent with those of Mccarthy and Pearce, (2025), who found that unresolved interpersonal conflict seriously impairs trust and team performance. Additionally, Petry (2024) research emphasises the importance of active communication for successful conflict resolution; yet, the current results indicate that many managers find it difficult to encourage candid discussion. The suggestions made by participants supported Hann and Heery's (2019) assertion that mediation and emotional intelligence training are crucial for preventing conflict escalation.













Employee wellbeing support produced mixed results. Q18’s figure shows that although some workplaces provide check-ins and counselling, a notable proportion reported having no formal wellbeing support. This reflects the research found by Mckee, Dunnell and Anderson (2021), warning that inadequate workplace mental health provision contributes to rising stress-related illness. Additionally, Q19’s figure shows that many employees felt insufficiently supported by management, reinforcing Altman’s et al., (2021) findings that wellbeing outcomes are strongly shaped by managerial behaviour rather than policy statements alone. The absence of structured wellbeing frameworks suggests a gap between organisational intent and lived employee experience.
Leadership capability and motivation were closely linked in the findings. Q23’s figure shows that managerial behaviour had a strong influence on employee motivation, with many respondents indicating that leadership directly affected their engagement and productivity. This aligns with transformational leadership theory by Bass, which emphasises the motivational power of supportive and inspiring leadership (Palmer, 2024). Q22’s figure shows that opinions on whether managers are adequately equipped to lead were mixed, with many selecting neutral responses. This suggests uncertainty rather than confidence in leadership competence, supporting the Chartered Management Institute’s (2021) finding that a large proportion of UK managers receive little formal training.

Participants provided specific suggestions for enhancing leadership. Employees desired better communication, active listening, emotional awareness, consistent treatment, and insightful feedback, according to Q24's figure. beneficial leadership actions including encouragement, acknowledgement, fairness, and emotional support had a significant beneficial impact on morale, as Q25's chart demonstrates. Regular wellness check-ins, compensated mental health services, mediation training, leadership development programs, and organised communication systems were among the suggested improvements, as seen in Q26's figure. These suggestions firmly support the claim made by London (2021) that emotional intelligence should not be viewed as a one-time intervention but rather as a component of continuous leadership development.



The results also revealed the importance of technology and tailored assistance. Participants' support for digital feedback systems is consistent with research by Sampath et al. (2024) that shows AI-based monitoring can identify discontent early and facilitate prompt intervention. However, worries about privacy and surveillance are similar to McParland and Connoly (2020) caution that over-monitoring could undermine confidence. Similar to Meske and Junglas's (2021) claim that customised wellbeing techniques improve engagement and retention, calls for personalised employee support also reflect this point. However, Joseph and Alhassan (2023) warns that if perceived favouritism is not carefully handled, it can compromise fairness.Overall, the results strongly imply that although ethical leadership and emotional intelligence are widely acknowledged as crucial, their actual implementation varies among large UK businesses. Workers often see a gap between leadership principles day to day. These findings corroborate research showing that organisational culture, accountability frameworks, ethical reinforcement, and structural training all influence leadership performance (McLaughlin and Kunk-Czaplicki 2020)

From a theoretical standpoint, the results support emotional intelligence theory Goleman (1995) by showing that employees' perceptions of leadership are heavily influenced by empathy, self-awareness, and emotional regulation (Scott and Freeman, 2021). Additionally, they confirm ethical leadership models by demonstrating the direct impact of fairness, openness, and moral behaviour on engagement and trust (Akkaya, 2020). According to Sarwar et al. (2020), emotionally intelligent leaders are more likely to make moral choices and create psychologically secure settings, which is further supported by the evidence.

In summary, the results and discussion show that many managers lack the necessary skills to lead in ways that are both emotionally intelligent and morally sound. Although there were clear instances of positive leadership, they weren't always present in all businesses. Workers still express unfulfilled demands in the areas of communication, empathy, justice, and mental health care. These results clearly answer the main research issue of the dissertation and emphasise how urgently modern UK workplaces require better leadership development, more robust ethical accountability, and more complete wellbeing frameworks.

[bookmark: _Toc215870612]Conclusion
The emphasis on employee interactions, emotional intelligence, and behavioural ethics, this dissertation aimed to investigate whether managers in large UK businesses are sufficiently prepared to lead. This study has offered insight into how leadership is experienced in practice and whether modern organisational leadership satisfies contemporary expectations of ethical, emotionally intelligent, and people-centered management through a critical review of the body of existing literature and the collection of primary qualitative data from employees across multiple sectors. According to the literature review, traditional leadership models, such as transactional and authoritarian approaches prioritised performance, control, and efficiency over the welfare of employees. 

On the other hand, modern leadership philosophy places more emphasis on transformational leadership, ethical responsibility, and emotional intelligence. While ethical leadership theory focused fairness, transparency, and integrity, models by Goleman (1995) and Mayer, Caruso, and Salovey (2016) emphasised the significance of empathy, self-awareness, and emotional regulation (Brown & Treviño, 2006). Despite this theoretical advancement, the research also indicated that there is still a big disconnect between leadership principles and real-world application, especially in high-stress and profit-driven settings.

The employee survey's results provided compelling evidence for this hypothesised gap. Positive experiences with emotionally intelligent and moral leadership were reported by a few participants, but these were not always shared by all organisations. In addition to being frequently exposed to emotionally stupid behaviours like yelling, a lack of emotional support, and pressure to achieve despite personal or mental health issues, many respondents said that managers had low to moderate levels of empathy and self-awareness. These results support the claim that, while being generally hailed as a crucial leadership skill, emotional intelligence is still not consistently incorporated into managerial practice.
Inconsistency was also demonstrated by ethical leadership. Favouritism, verbal abuse, and abuse of power were among the unethical managerial behaviours that a significant portion of participants reported experiencing. There was also a clear view that business frequently takes precedence over the welfare of employees. These results are consistent with the concerns expressed in the literature about "ethics washing," which is the practice of organisations publicly promoting moral principles that are not regularly upheld in routine managerial behaviour. The findings thus imply that while ethical leadership is officially acknowledged as essential, it is not always successfully implemented or exemplified in businesses.

The study's overall findings indicate that many managers are still ill-prepared to handle the moral and emotional challenges of contemporary leadership. Although organisational policy and leadership theory have advanced, practical implementation is still uneven. The results show how urgently better leadership development programs that emphasise conflict resolution, emotional intelligence, ethical decision-making, and mental health awareness are needed. Additionally, leadership development needs to be ongoing, context-sensitive, and supported by organisational culture and accountability.
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18. Are any of the following wellbeing or support practices available at your place of work ?

Regular check-ins
Mental health days

Mediation

Counselling/therapy service access
None

Other

14

°

15
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19. How can employers provide better support for employee mental health and well being ?

31 Responses

D" Name Responses
Regular check-in’s to make sure they're okay during the working day, they can foster

1 anonymous  an open and trusting culture, have mandatory trainings often that way they can have
sensitive conversations and recognise stress with others’

2 anonymous  Provide a place for anonymous concerns employees may have

3 anonymous  More check ins and being aware of the impact of their actions

4 anonymous  Nota lot
Employees can support each other’s mental health and wellbeing by creating a
positive, open environment where colleagues feel comfortable talking about how

5 anonymous  they're coping. In care settings, this can mean checking in with each other during
busy shifts, offering help when someone seems overwhelmed, and sharing tasks
when possible to reduce stress.

6 anonymous  Checkiins
Employers can support mental health by creating an open, non-judgmental culture,

7 anonymous  offering regular check-ins, providing access to wellbeing resources, encouraging
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24. What should managers improve on in order to be more effective at leading?

31 Responses

D" Name Responses

; anonymous | G1v@ everyone goals that way they can excel n their performance in their field of
work

2 anonymous  Being more firm yet understanding

3 anonymous  Understanding things from others perspectives.

4 anonymous  Cimmunicatuon

5 anonymous  Communicate strongly and provide support

6 anonymous ot let their moods outside of work get bought into work and leadership

7 anonymous  Understand

8 anonymous  Communication

9 anonymous  Patience, organisation and empathy

10 anonymous  Patience and be more helpful
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25. Are there any leadership behaviours that had a positive impact on you ?

32 Responses

D" Name Responses

; anonymous | She empowered me o take rsks and experiment with tasks with the kids when | was
nervous to and thought they wouldn't work

2 anonymous  Praise and support

3 anonymous  Actually caring about employees.

4 anonymous  Yes

5 anonymous  Yes

6 anonymous  No

7 anonymous  N/A

8 anonymous  Checkiins

9 anonymous Encouragement and trust

10 anonymous  Reassurance in conversations about work conflict or problems
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24. What should managers improve on in order to be more effective at leading?

31 Responses

"

12

13

14

15

16

17

18

19

20

21

anonymous

anonymous

anonymous

anonymous

anonymous

anonymous

anonymous

anonymous

anonymous

anonymous

anonymous

Communication

Respecting boundaries, listening to employees
Active listening and attentiveness

A more positive proactive approach
Understanding people

Constructive feedback (good and bad)

Be trained adequately to manage staff

They should show vulnerability and be more relatable to us as we're all people ,
nobody is better than the next person

By being leadership
N/a

Show by example but not in a patronising way
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ID*  Name Responses
Make sure everyone has a routine schedule of how things should look like during the

1 anonymous  day, such as a routine board (it helps me to know where I'm going for my shift at
work as | like to have a routine which helps my autism out a lot)

2 anonymous  Open communication about doubts/ problems

3 anonymous  Treating all staff equally regardless of position

4 anonymous  More management

5 anonymous  More support out of office hours

6 anonymous  Mandatory check ins from the president of the company to investigate the stores
More regular check-ins from managers, clearer communication, and wellbeing

7 anonymous ore ) .
training would improve leadership and help staff feel more supported.

8 anonymous  Understanding

9 anonymous  More support from the chain of command
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26. What improvements or initiatives would improve leadership or well being in your place of work ?

32 Responses

9 anonymous  More support from the chain of command
10 anonymous  Group discussions (more staff meeting)

1 anonymous  Payment increases according to performance.

12 anonymous  Ensuring consequences are fairly placed

13 anonymous  Maybe posters or something

14 anonymous  Workshops for employees and employers

15 anonymous  Having a mental health wellbeing check

16 anonymous  More organised goal settings tailored to employees

” anonymous | Consistent and farleadership to each member ofstaff regardless of persona feslings

towards a staff member
18 anonymous  Workshops and mentorship for both managers and employees

19 anonymous  Being kind
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<2b. What improvements or initiatives would improve leadership or well being In your place of work ¢

32 Responses

21 anonymous  Outings
2 anonymous  Introducing mental health day for all workers

23 anonymous  More team building exercises outside of work

2 anonymous  Plan work trips

25 anonymous  Check ins about work pressure due to the amount of mental stress we are under

Get to know employees and how to approach the people they work with because

% anoMYMOUS - qveryone is different

27 anonymous  Team building days out so we can all get to know one another better

28 anonymous  Take more courses to ensure they know how to treat staff/ e learning for managers
29 anonymous  Understanding team members

30 anonymous  Less favouritism

31 anonymous  Gathering more frequent feedback




