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[bookmark: _Toc170746879]Abstract
Introduction: This study discusses how successful leadership has benefited small businesses' performance, employee involvement, creativity and long-term survival over the past three years.
[bookmark: _heading=h.30j0zll]Methodology: In this chapter, the impact of leadership in small ventures is assessed via the research onion. The formulated philosophy of research is pragmatic, coupled with an approach that is qualitative through interviews with the executive members. An inductive design of research is adopted to assist in assessing the leadership behaviours and the impact on the different dynamics of the organization including culture, performance, and innovation. CEOs from different startups are interviewed through simple random sampling. The analysis will be conducted via content analysis. Limitations include the small sample size.
Findings and Discussion: This chapter presents findings from interviews with five executive managers of startups, exploring the impact of leadership practices on organizational performance, employee engagement, innovation, and sustainability in small businesses under three years old. The discussion section empirically justifies how effective leadership in startups improves organizational performance, employee engagement, innovativeness and sustainability using findings from content analysis of executive interviews as well literature review.
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[bookmark: _Toc170746880]Chapter 1: Introduction
[bookmark: _Toc170746881]1.1 Research Background
A lot of research in the past few years has been carried out, trying to figure out how leadership genuinely affects the achievement and performance of small-sized companies. Even though there is significant literature on corporate leadership, particularly in large corporations, there is a relative gap in comprehending the role of leadership practices affecting small and medium enterprises solely. Undoubtedly, Leadership is a very extolled role as it shapes organisational culture, Innovation drive, and growth, among others, but these studies are usually inadequate when it comes to the outcome of investing in effective leadership within small businesses (Hamdan and Alheet, 2020).
The importance of these studies has been to try and fill this gap, which has occurred during the last three years investigating leadership impacts on SMEs. A number of positive influences have been linked to leadership within small companies. First and foremost, it establishes a strong company culture. SME businesses also put leaders in more proximity to their employees leading to a tighter-knit work environment as well as backing for motivation (Iansiti and Lakhani, 2020). A small career environment like this not only enhances employee satisfaction but collectively improves the productivity of it.
Leadership plays a key part in driving growth within small businesses. Effective leaders support imagination and risk-taking, which are important for invention (Nguyen et al., 2021). By creating a culture that values new ideas and ongoing growth, leaders can push their businesses forward, ensuring they stay competitive in the market. Investing in successful leadership also adds greatly to the growth of small companies. Leaders who hold strong strategy vision and decision-making skills can spot and seize growth chances (Kouzes and Posner, 2023). They can handle the obstacles unique to SMEs, such as limited resources and market competition, to achieve lasting growth.
[bookmark: _Toc170746882]1.2 Research Problem
One of the most important challenges of this practice is the paucity of scientific literature that analyses the actual impact of focused, productive leadership in small companies that have had to operate through the past three years of the pandemic. Despite leadership being commonly recognized as one key factor to business success, it is still lacking specific research that describes its effectiveness and credibility in small businesses' performance and sustainability (Modranský, Jakabová and Oláh, 2020). The missing link for entrepreneurs and stakeholders in their quest for applicable, empirical leadership principles represents a serious challenge since the ultimate goal is to boost efficiency at the corporate level.
The current studies often fail to address the unique features and limitations of SMEs, such as limited resources, close-knit organisational structures and the need for innovation and risk-taking in a competitive market. As per Smith (2020), effective leadership in small businesses is not just about handling resources but also about creating a strong company culture, boosting employee happiness and supporting innovation and growth.
Owners and partners need the secret technology of how to breed leadership in small companies that vitalizes success but this is a misplaced focus if not specifically studied. This divide of knowledge constrains the adoption of founded leadership practices, capable of driving sustainable growth and enhancing overall business performance (Chowdhury et al., 2022). Moreover, the research needs targeted research that examines the influence leadership can have on SMEs and provides input on where it would be useful in developing successful SMB-suited leadership practices.
[bookmark: _Toc170746883]1.3 Research Rationale
Analysing the impact of the leadership both good and bad, for developing their small companies and the importance of this could not be overemphasised. Moreover, small and medium-sized businesses make up a colossal fraction of the global economy. Moreover, their prosperity will unquestionably lead to economic growth and job creation (Inuwa and Rahim, 2020). Also, small businesses, being positioned in peculiarities and constraints, different from larger firms, relate in special ways that also need personalised leaders' development programs. Above all, the research should add that management’s competence is coming into its full expression with consistently high level and sophistication of the business situation.
This research looks into the effects of both effective and poor leadership on the growth and development of SMEs. By understanding the various aspects of leadership within these businesses, the study tries to provide insights into the best practices for developing competent leaders. The end goal is to add to the body of knowledge that supports the creation of advanced and successful management strategies tailored to the SME environment. The results of this study will be useful for lawmakers, business owners and consumers who are involved in the success of SMEs. By promoting a better knowledge of leadership's part in SME success, the study wants to promote economic growth and improve job creation, thereby helping the wider economy.
[bookmark: _Toc170746884]1.4 Research Aim and Objectives
Aims:
The main aim of this paper is to find out the outcomes of investing in effective leadership in small businesses over the last three years by looking into organisational performance, employee engagement, innovation and sustainability in the long run.
Objectives:
· To assess the relationship between leadership practices and organisational performance in small companies
· To investigate the influence of effective leadership on employee engagement and satisfaction levels within small businesses
· To analyse the role of leadership in fostering a culture of innovation and adaptability in small companies
· To explore the long-term effects of investing in leadership development initiatives on the sustainability and growth trajectory of small businesses
[bookmark: _Toc170746885]1.5 Research Question
How has investing in effective leadership influenced the performance, employee engagement, innovation culture and long-term sustainability of small companies over the past three years?
[bookmark: _Toc170746886]1.6 Research Scope
The analysis in this study, spanning the previous three years, focuses insights on leadership success and its impact on small business performance, employee engagement, innovation capabilities as well prospects for long-term growth. It explores the relationship between leaders' experience and business outcomes, evaluates leadership's influence on employee satisfaction and job fit as well as how leaders shape innovative culture. The study also provides valuable information for the broader domain of leadership in SMEs about long-term benefits from various types of companies on developing leadership and small business growth.

[bookmark: _Toc170746887]Chapter 2: Literature Review
[bookmark: _Toc170746888]2.1 Chapter Overview
This literature review chapter looks into leadership practices within small companies, exploring their defining traits and the important role leadership plays. It starts by describing small companies and outlining their unique characteristics, followed by an outline of common leadership practices. The chapter underscores the value of leadership in these organisations, studying its relationship with organisational success through theory theories and actual data. It includes case studies showing good leadership in small businesses.
A subsequent chapter explores how successful leadership leads to more engagement among employees, detailing the concept and assessing it for its actual impact. It looks at leadership practices to increase engagement and, taking examples explores how it plays a key role in helping employees be happy. In addition, the review also features how leadership can try to promote innovation and flexibility, with case studies illustrating innovative small firms.
The chapter will also discuss the value of leadership development to sustainability, framing how organisational investments in growth and the future will pay long-term dividends. The ending identifies leadership challenges common among small enterprises and suggests ways to overcome these hurdles. Moreover, this comprehensive review provides evidence for the relationship between leadership practices and small business performance as well as the importance of effective leadership behaviour towards achieving high levels of output, engagement, commitment, happiness as well as creativity.
[bookmark: _Toc170746889]2.2 Leadership Practices in Small Companies
[bookmark: _Toc170746890]2.2.1 Definition and Characteristics of Small Companies
Small companies as highlighted by the number of employees and revenue from their sales or business operations differ from large ones in that they have one or the other of the following peculiarities. According to Burns (2022), the five key features that define small businesses include the fact that most of the businesses were established with an entrepreneurial spirit; the businesses need to have an adjustable organisational structure; and the businesses need to have a tight-knit organisational structure. These enterprises are characterised by lower formalisation and informality of their management, which in turn contributes to a more rapid response to market conditions. 
Furthermore, Saunila (2020) notes that small companies have a different nature of innovation capability that is critical for the firm’s growth and sustenance. Lack of resources does not stifle innovation and the ability of firms to unlock opportunities and capitalise on them, stating that the agile and entrepreneurial spirit exhibited by these firms enhances their ability to capitalise on opportunities. This innovation capability is usually empowered by strong, top and strategic leadership with a creative and experimental direction. 
[bookmark: _Toc170746891]2.2.2 Overview of Leadership Practices
This study acknowledges that the leadership practice for operating small companies differs but is critical to the organisation’s leadership and operational strategies. To the best of the authors’ knowledge, Fries, Kammerlander and Leitterstorf (2021) offer a broad review of leadership styles and behaviours in family firms, which contribute to about 80% of small businesses. The study also describes and defines different leadership behaviours like transformational leadership, transactional leadership and the passive leadership style or Laissez-faire leadership and their effects on organisational performance.
Northouse (2021) extends the theoretical concepts of leadership and identifies a wide range of leadership theories and behaviours. This work justifies the situational leadership theory that highlights the use of a variety of leadership styles depending on the situation and the employee’s developmental stage. In small companies, there is most often an extensive interest in private acquaintanceship and a great extent of direct communication between most or all employees, making such adaptive leadership practices most advantageous. 
[bookmark: _Toc170746892]2.2.3 Importance of Leadership in Small Companies
In small organisations the issue of leadership can be viewed as one of the most important factors determining organisational culture, employees’ productivity and the company’s stability. Patejczyk and Kobos (2022) explain the nature and significance of leadership within the context of varieties of companies and establish that leadership is critical in small business companies especially due to their susceptibility to various risks and the need for guidance. In small companies, it is the leaders who play a central role in the planning and implementation of strategies, motivation of employees and creation of a high-quality organisational environment. 
Colovic (2022) finds out the relationship between leadership and business model innovation in SMEs that internationalise later in their lifecycle. According to this research, visionary leadership is highly important as a driving force toward innovation strategy and dealing with the different aspects of global environments. Generating change and rallying employees towards specific objectives enhance a leader’s ability to produce lasting changes and counterbalance global competition. 
[bookmark: _Toc170746893]2.3 Relationship Between Leadership Practices and Organisational Performance
[bookmark: _Toc170746894]2.3.1 Theoretical Frameworks on Leadership and Performance
Different theoretical theories can be reflected in the relationship between leadership practices and organisational performance. Following the authors, Amussah (2020) goes further and defines the specific leadership styles, including transformational, transactional and laissez-faire leadership and their effect on employee performance. The study also postulates that the kind of leadership practice known as transformational leadership that enhances reward by inspirational motivation, ideas stimulation and individual consideration improves the organisational performance as a result of a positive and motivating working environment.
Udovita (2020) has a conceptual paper that presents a synthesised framework that majorly focuses on leadership style as a basis for explaining employee performance. The review acknowledges that leadership practices are germane in ensuring that employees are directed towards common set objectives hence an organisation’s success. The paper also presents the contingency theory for leadership that holds the fact that the appropriateness of the leadership approach depends on context factors and other situational characteristics and calls for situational leadership depending on the organisational environment. 
[bookmark: _Toc170746895]2.3.2 Empirical Evidence on Leadership's Impact on Organisational Performance
From the works of authors, there is sufficient evidence that works to substantiate leadership’s effect on the performance of organisations. Ndonye (2022) also presents a literature analysis on followership in the leadership process tentatively and its impact on organisational performance. The present research reveals that successful leadership, which entails wholesome admiration or regard for the leader and follower relationships, is a key facet for organisational performance improvement. This reciprocal partnership makes sure that all the leaders and employees work hard in an organisation and pursue organisational objectives.
Piwowar-Sulej and Iqbal (2023) systematically synthesise scholarly papers on Leadership and Sustainable Performance. From their research, they show that the usage of a leadership style that advocates for sustainability and integrity which includes; transformational and servant leadership influential to organisational performance in the future. These leadership styles create learning organisations where improvement and innovation are pursued to sustain a competitive edge and growth. 
[bookmark: _Toc170746896]2.3.3 Case Studies of Leadership Success in Small Companies
Examining real-life scenarios is much more beneficial when it comes to understanding the role of leadership in the success of small businesses. In the article by Burns (2022), he has described quite a few examples that explain how leadership, especially the entrepreneurial type, can take a small business and help it grow and advance swiftly. For example, sustainable leadership practised by Patagonia used employee satisfaction and innovation to get the best organisational performance.
More specifically, Colovic (2022) investigates the influence of leadership in the context of business model innovation for SMEs with a relatively late internationalisation process. The analyses of the case studies indicate that leaders who are presented-focused, flexible and orientated at change are better prepared to spearhead business model innovation. These leaders effectively manage and lead their firms within the challenging global environment by cultivating innovation and proper action planning to ensure long-term competitive advantage and organisational prosperity. 
[bookmark: _Toc170746897]2.4 Effective Leadership and Employee Engagement
[bookmark: _Toc170746898]2.4.1 Understanding Employee Engagement
One of the most important doctrines of organisational development is the element of engagement, which measures the level of interest that employees bring to their jobs. According to Goestjahjanti et al. (2020), some of the contingent factors, which relate to the level of employee engagement include, among others, talent management and Authentic Leadership. In their research conducted on selected industries in South East Asia, they note that staff involvement does lead to higher job contentment which can positively impact organisational performance.
Lartey (2021) tested the moderating role of career planning, autonomous work and manager recognition on engagement. This research shows that the careers of employees are clarified, decisions to be made are allowed and their supervisors show appreciation to them, said employees tend to become more engaged. It is essential to maintain the best employees and ensure that the workforce is effective and eager to perform.
[bookmark: _Toc170746899]2.4.2 Strategies for Enhancing Employee Engagement through Leadership
There are key components that should be incorporated strategically and proactively to ensure high levels of work engagement among employees. According to Bakker and Leiter, (2017), the following are some of how job crafting can be affected; Firstly, job crafting can be achieved by allowing the employees to redesign the job according to their needs, secondly, employee well-being must be fostered and encouraged in the workplace. As for the mentioned strategies, the experiment proves that they are effective in raising the attention level and boosting output.
Chandani et al. (2016), have pointed out several factors that determine employee engagement and have concluded that the major role is played by leadership. From the study, the authors establish that the following can be used in the improvement of employees’ engagement; communication, recognition and career advancement. These techniques can be very useful in the organisation if proper leadership practices that will introduce these techniques are well implemented then it will lead to an increase in the commitment of the employees thus enhancing the success of the organisation. 
[bookmark: _Toc170746900]2.5 Leadership and Employee Satisfaction
[bookmark: _Toc170746901]2.5.1 Definition and Importance of Employee Satisfaction
Job contentment on the other hand deals with the satisfaction that employees have with the tasks assigned to them in organisations and this is important for organisations. According to Islami, Mulolli and Mustafa (2018), employee satisfaction can be described as the level of contentment that an employee has about his or her job organisation and workplace. In their work, they explain that the efficacy of the Management by Objectives (MBO) approach as a tool of performance appraisal leads to a high level of staff satisfaction because the objectives are clearly stated together with feedback hence addressing the notion of, goals congruence with those of the organisation.
In the Kawana et al. (2018) study, satisfaction was captured as promoting overall employee performance. This work reveals that elements such as strategy implementation, organisational culture and the work environment correlate with increased satisfaction levels, particularly about employees’ values. As a result, if the needs of the employees are adequately met, then there will be commitment towards their organisation’s goals and therefore improved performances, and decreased dropout rates.
[bookmark: _Toc170746902]2.5.2 Case Examples of Effective Leadership Leading to High Employee Satisfaction
Several examples are provided that demonstrate mostly the quintessential model of leadership to achieve maximum employee satisfaction. A study done by Haryono and Sulistyo (2020) that involved employees in Indonesia proved that work motivation and leadership play a crucial role in determining work satisfaction and levels of performance among employees. When someone encourages their workers, acknowledges their efforts and creates chances for these individuals to improve, satisfaction is boosted which leads to enhanced productivity. For instance, Zappos which is managed based on the needs and preferences of clients enables the personnel to be content thus promoting good job terms and high production rates.
Babalola (2016) researches how different leadership styles affect job satisfaction and the employee-supervisor relationship. Results indicate that transformational leadership characterised by encouraging and inspiring followers prompts increased levels of job satisfaction as well as greater commitment towards their respective organisations. Consequently, it is most probable for employees who like their work to be those with good relations with their bosses and feel appreciated and supported in what they do.
[bookmark: _Toc170746903]2.6 Leadership in Fostering Innovation and Adaptability
[bookmark: _Toc170746904]2.6.1 The Leadership Role in Fostering Innovation
These are some critical steps that have to be taken, starting with being effective if creativity is going to flourish in the corporates. Leaders are a necessary element in fostering innovation, according to Kozioł-Nadolna (2020), who creates an environment in which taking risks and being creative are appreciated. The more they inspire trust, provide a clear purpose and enable open communication the easier it will be for people to try new ideas - these are cultural leadership practices that not only induce an experimental culture but also contribute to high-performing cultures. Also, the relationship that underlies organisational performance and formal management control systems to innovation is highlighted by Nani and Safitri (2021). They also underline the importance of leadership characteristics such as vision, decisiveness and support in leveraging these control systems for innovation. Good leaders create a culture of change and continuous improvement while leading by example through innovation.
[bookmark: _Toc170746905]2.6.2 Organisational Adaptability and Leadership
Organisational adaptation is the same without leadership. Within contexts of major societal transformations, Chingwena (2021) specifically unpacks the relationships between complex leadership and organisational flexibility. Individuals who practice complexity leadership are adept at maintaining themselves in ambiguity and fostering resiliency, and adaptability within others. Subramaniam (2021) examines the impact of agile leadership on firm performance highlighting that adopting an organizational culture supported by adaptable principles and methods vitalises the ability to respond to market challenges. Agile leaders value teamwork, continuous learning and rapid iteration as major change drivers at an organization which is essential to staying competitive in a business that continues evolving.
[bookmark: _Toc170746906]2.6.3 Insightful and Flexible Small Business Case Studies
Del Giudice et al. (2021) examine how leadership could be used in real life to improve creativity and adaptiveness. To illustrate the advantages of digital innovation, they present a self-tuning model that could be implemented by SMEs in smart manufacturing. Proper leadership has a highly positive influence on companies’ capabilities in terms of innovation and adaptability. The capacity of small businesses to innovate and adapt to market changes has improved greatly over the past three years as leadership development has become a top priority. For instance, firms, where executives display visionary leadership in driving smart manufacturing endeavours, may tend to enhance their capacity to apply digital knowledge in pursuit of productivity as well as magnetism at the workplace.
[bookmark: _Toc170746907]2.7 Leadership Development and Organisational Sustainability
[bookmark: _Toc170746908]2.7.1 The Value of Developing Leadership
A key component of an effective organisation is leadership development, especially when it comes to encouraging innovation and long-term expansion. Medina et al (2005) believe that creative organizations have a different type of leadership which supports an innovative and effective solution for the problem. Till McKimm and Swanwick (2020) further suggest that medical curricula should include leadership training as effective leaders are crucial in time-sensitive high-risk situations including medicine. There is a strong emphasis on the ethical sense of leadership, by highlighting that leaders play an important role in forming organizational culture and business approaches (Ciulla 2020). This alignment suggests that investment in leadership development will create a more nimble, agile workforce well-equipped to navigate the complex conditions of today's business environment.
[bookmark: _Toc170746909]2.7.2 Leadership Development Initiatives' Long-Term Impact
There are many long-term benefits of leadership-related initiatives. Thus, a dynamic, experiential approach to leader development is suggested by Liu et al., (2021) who highlight the transformation of leadership capabilities through continuous learning and practice. This design also strengthens an organisation’s agility and future performance, rather than developing personal talents only. Similarly, Vogel et al. (2021) conducted a bibliometric analysis of leader development, which allows for an understanding of its history and its continuous importance in the promotion of good leadership. The body of research demonstrates that investments into leader development spend off in terms of increased employee engagement, organisational performance, and innovation capabilities.
[bookmark: _Toc170746910]2.7.3 Effect on Small Businesses' Growth and Sustainability Trajectories
Small firms must implement effective leadership development initiatives to secure their long-term sustainability and growth. Specifically, based on the findings of Dey et al.,(2021) small and medium-sized businesses can benefit to a significant degree from such innovative approaches as lean management. Closely tied to the idea of sustainability, this management approach must be viewed as an integral part of the CEOs mission as the leader of the qualitative changes, rather than quantitative alterations, in small companies. Furthermore, an integrative model of small business growth developed by Wiklund, Patzelt, and Shepherd (2009) clearly shows that leadership can become a powerful weapon against the factors that will prevent its growth or impact it negatively.
[bookmark: _Toc170746911]2.8 Challenges in Leadership within Small Companies
[bookmark: _Toc170746912]2.8.1 Common Leadership Challenges
Leadership in small companies poses several peculiar difficulties, and those are limited resources, lack of previous experience in management, and a high level of employee turnover. As noted by Wiklund, Patzelt, and Shepherd (2009), strategic and operating requirements are often difficult to prioritize, and consistent efforts must be made in both of these directions. Dey et al.,(2020) in turn, point to the problems leaders of small companies experience while implementing sustainability and innovation strategies as they often do not have the required competence and professional support. Lastly, in smaller firms, there is also a need to build an internal organizational culture in a much more close-knit group where business owners and subordinates often know each other in person.
[bookmark: _Toc170746913]2.8.2 Overcoming Leadership Challenges in Small Companies
Some Tips for Overcoming Leadership Challenges in Small Companies So, while it may be difficult and challenging to become a strong leader as a solopreneur or at the helm of your own team. The possibility of leveraging leadership development programs focused on the individual needs and structure of small businesses can greatly contribute to improve managerial competency. Liu et al. (2021) argue for a leader development perspective informed by experiences of small business trade owners themselves as more successful at promoting the resilience and adaptability needed for leadership within these complex roles Medina, Lavado and Cabrera (2005) also put an emphasis on building a culture of continuous learning and innovation which in turn can help leaders to push for sustainable growth. In the end, while difficult strategic choices have to be made against these obstacles; making investments in people effectively can turn these challenges into possibilities for growth and adaptation.
[bookmark: _Toc170746914]2.9 Literature Gap
Several gaps exist in the current leadership practice study of small companies. Even if the importance of different leadership styles for example transformational and transactional is shown clearly several times how these can be tailored in detail for small companies especially regarding its quite unique challenges gets rather neglected by studies at least so far. There has also been an inadequate amount of research about the combination and effectiveness of leadership development programs that cater to small organisations specifically in advancing nimbleness and flexibility for changing markets. Additionally, while the impact of leadership on employee engagement and happiness is well-documented, there is a lack of actual data on how different leadership methods directly affect these results in small business settings. Case studies that provide in-depth views into successful leadership practices in small companies are relatively few, suggesting a need for more real-world examples that can offer useful advice to rising leaders in the small business sector.
[bookmark: _Toc170746915]2.10 Summary
The purpose of this chapter is to examine leadership practices in small enterprises, distinguishing their particularities and discussing the impact of a proper type of small enterprise management system. It defines small company, explores leadership in the manner of a taxonomy and wears out why it matters through text book theory on one hand as well as practical proofs on other. A point was made about the company success, staff engagement and wellbeing aspect. The study can actually see leadership working effectively in case studies that promote creativity and resourcefulness particularly under the kind of pressures being placed on startups today. This instalment details the common roadblocks to leadership and how can overcome them. Despite the depth of research to date, significant gaps in understanding remain including a lack of specialist leadership development programs, empirical evidence for directly linking leader behaviour change with employee outcomes and further strong case studies.


[bookmark: _Toc170746916]Chapter Three: Methodology 
[bookmark: _Toc170746917]3.1 Overview
In this dissertation technique of examination research onion framework is used to find out the effect of leadership in small enterprises. Saunders, Lewis and Thornhill (2009) identify the levels of design in research which include data collection, how methods connect with a philosophy that claims an understanding of what is truth does not directly translate to studying using social sciences. Used properly, every layer of the research onion works to develop a comprehensive understanding of the topic and systematically guides you through each stage in your research journey. 
[bookmark: _Toc170746918]3.2 Research Philosophy
Research philosophy underpins the entire research process and also has an impact on what methodologies are selected, which conclusions are drawn and how these conclusions are derived to shape the development of study structure. Pragmatism, Positivism, Interpretivism and Realism are some of the research philosophies. In doing so, this study therefore takes a pragmatic perspective and hence recognizes that it is the lived experiences rather than just intellectual propositions which provide the most appropriate yardstick: to understand leadership in small business (Gibbs 2018). Pragmatism is based on practical solutions and real-world application so it fits the bill perfectly in this case. This work aims to find what can lead to positive changes in leadership behaviours, performance and contextual conditions by providing practical insights. Moreover, pragmatism encourages flexibility and adaptation in the method of researching; this ability to adjust - meaning that it addresses fluidity towards leadership traits in small companies.
[bookmark: _Toc170746919]3.3 Research Approach
The extract suggests using the qualitative approach. Therefore, this course of actions should be pursued. One of the reasons to use this method is that qualitative methods allow for an in-depth analysis of the experiences and ideas of individual CEOs and executive managers. The approach’s multifaceted nature is another reason to use it due to its ability to help one study the problem in question. For instance, the approach will help to delve into the concepts of leadership and how they relate to such business outcomes as firm performance. For this type of study, the selected approach would be the most effective.
[bookmark: _Toc170746920]3.4 Research Strategy
A research strategy is a framework or a general plan/ approach which is designed to guide the data collection, analysis and interpretation in a study dedicated to answering a research question or inquirer. It also helps to make sure that the research is systematic, well-organized and focused on its objectives. In the context of the research on leadership in small firms, the research technique or strategy which is selected is a method of semi-structured interviews which can be ascribed to a type of orientation in research known as qualitative method which implies interviewing those in charge of small or young firms.  One of the key assessment methodologies in the domain of this research is the conduction of semi-structured interviews. By offering an adaptable structure, semi-structured interviews will allow the participants to share their views and perceptions regarding leadership approaches freely. As a result, the method will allow investigating the ways in which leader behaviour can affect the culture of small businesses, innovation, employee involvement, sustainability, and organisational performance. The qualitative analysis method was chosen due to the type of data that needs to be obtained throughout the study.
[bookmark: _Toc170746921]3.5 Research Design
More specifically, the study adopts an inductive perspective on examining leadership practices within small businesses. Inductive research involves arriving at a conclusion by collecting data and then looking for any themes, patterns or construct hypotheses that result from the data collected. Cohen, Manion and Morrison (2017), would highly agree with all the above as long as you studying is exploratory research so that it relates to generating new insights or ideas from observable events. The inductive technique could then be helpful for a researcher hoping to contemplate the nuanced and elaborate character of firm surroundings excellence between peer-leadership small firms. By influencing the use of semi-structured interview and open-ended question, this approach makes sure that any findings are based on participants reality soo as to generate deep rooted results. This strategy has been valuable for examining how leadership behaviours correlate with small business sustainability, employee engagement and organizational performance and innovativeness.
[bookmark: _Toc170746922]3.6 Data Collection 
Executives from new businesses and small enterprises were questioned in order to gather the necessary information necessary about leadership in small firms for this study. The embodied reason for opting for this is because it allows for the compilation of leadership traits and ways in which they contribute to organisational success which are detailed and context-specific. This will conduct interviews with the Chief Executive Officers of freshly launched enterprises or tiny entities for data collection. In order to give a guarantee of fairness and inclusivity when it comes to small businesses across various industries and regions, participants will be selected using a simple random selection method (Gallagher 2016). Each individual interview is intended to elicit information on the life histories, experiences, and views of the directors touching upon the impact of leadership on culture, creativity, sustained competitive advantage, staff commitment and organisational effectiveness. The semi-structured interviews offer a balanced mix between questionnaires and allowing informants to give further explanations. This approach ensures that the researcher is able to analyse different dimensions of leadership behaviour, for instance; its impact on employee involvement, organisational culture, innovation as well as lasting profitability. To enhance the comprehensiveness and credibility of the findings in study, it is planned that various views and occurrences would be examined among executive managers using interviews.
[bookmark: _Toc170746923]3.6.1 Sampling 
The researchers recruited five executive heads of startups and small firms out of a small sample for this review. The analysis involved conducting simple random sampling in the survey to include diverse company types from various parts of the world with different sectors and regions, these are what we refer to as bursting companies. This method aids in capturing a range of opinions concerning governance in smaller organisations as well as increasing the likelihood that the findings are applicable widely.
[bookmark: _Toc170746924]3.7 Data Analysis
Content analysis will be utilized to analyse knowledge from interview transcripts carefully. This study will use a coding approach to identify repetitive key issues, models, and opinions that might help towards the research objectives. For the sake of ensuring that the findings are accurate and dependable, content analysis combines an efficient technique for examining with a systematic collection of qualitative materials. As a result of this strategy, small businesses will be able to identify the critical elements of leadership efficacy and how they affect success.
[bookmark: _Toc170746925]3.8 Ethics 
Ethical issues are key at every step of the study process Participants will be provided with consent documentation, consisting of a brief description of the study goal and protocol as well as information on confidentiality. If there is no presence of the patient himself, only pseudonyms will appear and all information gathered in this study could be kept without any risk of personal details. The review will be based on ethical standards ensuring the respect of participants' rights and welfare during the whole research process.
[bookmark: _Toc170746926]3.9 Limitation of the Study
The research has various restrictions. The sample size of five executive managers is limited and may not present all notions typical for the diversity of leadership experiences in small organisations. Additionally, the survey should rely only on the self-reported data obtained with the help of interviews that may introduce various biases. Results of the study may be applied only to a small population as the research has a qualitative design. In order to overcome the restrictions of the present research, future studies should apply a larger and more diverse sample size, as well as apply quantitative techniques to enhance qualitative findings.
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[bookmark: _Toc170746929]4.1.1 Introduction to the Chapter
The semi-structured interview approach has been implemented in this chapter with five executive managers of startups established within the past three years. The goal is to study the effects of investing in effective leadership skills within small businesses as it relates to organisational performance, employee engagement, innovation and long-term sustainability.
[bookmark: _Toc170746930]4.1.2 Data Interpretation from the Interview
Interview with Executive Manager 1
Question 1. How have leadership practices impacted your company's overall performance?
Answer: We have seen a dramatic increase in performance broadly from our leadership practices. By ensuring clear communication and setting measurable goals, we have been able to see a 20% boost in productivity alongside an uplifted atmosphere among the workforce.
Question 2. Can you describe specific leadership strategies that have improved employee engagement?
Answer: We instituted regular feedback opportunities and a program of employee appreciation. This has worked significantly, with an increase in engagement by about 30% as employees feel more appreciated and their voices are heard.
Question 3. What role has leadership played in fostering innovation within your company?
Answer: A spirit of innovation has been supported by leadership. We have developed several new products that have opened up additional revenue streams by encouraging a culture of experimentation and allowing for controlled risks.
Question 4. How do you measure the success of leadership initiatives in your organisation?
Answer: Success is measured when we have fewer employees leaving, a higher rate of productivity and customer satisfaction. We have been seeing also positive trends in all of these areas since we launched the initiatives.
Interview with Executive Manager 2
Question 1. How have leadership practices impacted your company's overall performance?
Answer: Our leadership practices made a material difference in the quality of our performance. We have increased efficiency and a stronger team leading to higher revenues and market presence.
Question 2. Can you describe specific leadership strategies that have improved employee engagement?
Answer: Regular team building activities and feedback portals. Similar to how the strategies have helped bring employees closer together and trust each other more. These strategies have fostered a sense of community and trust among employees, enhancing engagement and collaboration.
Question 3. Have you noticed a change in employee satisfaction since implementing leadership development programs?
Answer: We are seeing improved employee satisfaction. The placement of our employees in the leadership development programs has led to an improvement in support and motivation for weeds.
Question 4. What leadership qualities do you believe are most important for driving your company's growth?
Answer: A combination of visionary thinking, effective communication and adaptation is necessary. This is where we need leaders who can motivate their teams and guide them through the challenges of not only surviving but also making the changes required to maintain our growth.
Interview with Executive Manager 3
Question 1. How have leadership practices impacted your company's overall performance?
Answer: The performance of our teams was enhanced, improving decision-making processes and team collaboration which in turn makes us more effective as a whole due to the leadership practices we implemented.
Question 2. Can you describe specific leadership strategies that have improved employee engagement?
Answer: We put in place scheduled one-on-one meetings with a structured two-way communication channel. The result shows a marked increase in employee morale, with significantly better retention rates.
Question 3. How do you measure the success of leadership initiatives in your organisation?
Answer: Success looks like high employee satisfaction survey responses, performance metrics that improve and management of key performance indicators (KPIs) regarding the completion of projects and rates of innovation.
Question 4. How has investing in leadership development influenced your company's adaptability to market changes?
Answer: We are more agile due to investments in leadership development. Today, we are in a much better position to predict market trends adjust our strategies quickly and make faster progress thanks to more robust leaders.
Interview with Executive Manager 4
Question 1. What leadership qualities do you believe are most important for driving your company's growth?
Answer: Important aspects are vision, adaptability and communication. These traits ensure that the team is in tune with the company mission and can weather challenges together.
Question 2. How has investing in leadership development influenced your company's adaptability to market changes?
Answer: Leadership development has enabled us to better predict and react to market changes faster than anyone else findings. It has enabled our team to change their perspective and innovate.
Question 3. Can you provide an example of a leadership decision that significantly impacted your company's performance?
Answer: Having a flexible work policy was fundamental. This increased the overall performance as it resulted in improved employee satisfaction and productivity.
Question 4. What long-term benefits have you observed from investing in leadership development?
Answer: Long-term benefits of this include continued growth, a more bonded and evolving team and the development continuous improvement culture. It has also better prepared us for whatever comes our way next.
Interview with Executive Manager 5
Question 1. What role has leadership played in fostering innovation within your company?
Answer: It is the leadership which helps in promoting innovation, by creating an ambience for experimentation and imagination. Our CEO set up Innovation Workshops where teams could work on their ideas together and created several market-breaking products.
Question 2. Can you provide an example of a leadership decision that significantly impacted your company's performance?
Answer: One pivotal decision that had to be made was the change of our project management approach towards an agile framework. This has reduced bottlenecks, making everything more efficient and allowing for quicker completion of product iterations which directly correlates to higher project completion rates.
Question 3. What long-term benefits have you observed from investing in leadership development?
Answer: As a result of our leadership development investment, we have better employee morale and retention. They cantered it around teaching leaders to better support their teams, which in turn boosted productivity and staff turnover rates plummeted.
Question 4. How do you ensure that leadership practices align with your company's sustainability goals?
Answer: Leadership training in our company involves ethics and the environmental sustainability advocates including us, which is why we are making efforts to help minimise carbon footprint.
[bookmark: _Toc170746931]4.1.3 Summary of the Findings
Five interviews of executive managers in startups born less than 3 years ago have produced some positive results reflecting major leadership investments. Overall, companies have seen better productivity and efficiency as well as a strengthened presence in the market due to leadership practices. In many ways, these efforts have succeeded in raising employee engagement and satisfaction: consistent feedback opportunities team building events agile project development processes. However, most importantly, continual innovation, experimentation and new product features from leadership training. Moreover, this has enhanced the ability of these bodies to respond quickly and effectively as market circumstances evolve. Leadership investments pay off in the long run by helping to sustain growth, improve team cohesion and nurture a culture of continuous improvement. This has also led companies to keep on pushing out ethical and sustainable ideas that fit just perfectly in sustainability goals as laid by the wannabe leaders who carry them less or not at all. These interviews provide theory supporting the value of leadership to organisational performance in small business-particularly concerning employee engagement and innovation/sustainability efforts. 
[bookmark: _Toc170746932]4.2 Discussion
[bookmark: _Toc170746933]4.2.1 Introduction to the Chapter
The chapter of the discussion started by scrutiny information which was collected through semi-structured interviews with executive managers from startups that had been founded 3 years ago. The qualitative data was analysed using content analysis, which made it possible to extract main topics and insights. The analysis was aimed at determining the influence of good leadership on organisational performance and employee engagement, innovation and sustainability-related themes. By examining the responses, the study aimed to draw meaningful conclusions about the long-term benefits of leadership development initiatives in small businesses and their role in fostering a culture of growth, adaptability and ethical decision-making.
[bookmark: _Toc170746934]4.2.2 Keywords from the Interview to Develop Themes for Content Analysis
The below themes have been created to be validated by logical argument in the form of content analysis, derived based on findings from the research:
	Keywords from Interviews
	Themes

	Clear communication, measurable goals, 20% productivity boost
	Leadership's Impact on Organisational Performance and Productivity

	Employee feedback, appreciation program, 30% engagement increase
	Effective Leadership Strategies for Enhancing Employee Engagement

	Culture of experimentation, innovation workshops, new revenue streams
	Leadership's Role in Promoting Innovation and New Product Development

	High employee satisfaction, performance metrics, KPIs
	Metrics and Indicators for Measuring Leadership Success

	Visionary thinking, effective communication, adaptability
	Key Leadership Qualities for Driving Company Growth

	Ethics, environmental sustainability, minimising carbon footprint
	Aligning Leadership Practices with Sustainability and Ethical Goals


Table 1: Keywords and Themes for Content Analysis
(Source: Created by Author)
[bookmark: _Toc170746935]4.2.3 Content Analysis of Primary Data
Theme 1: Leadership's Impact on Organisational Performance and Productivity
Insights derived from interviews with executive managers and supported by relevant literature suggest that in small companies the dominant leadership practices profoundly affect organisational performance and productivity. These interviews revealed that strong leaders improve performance across strategic initiatives. A particularly successful culture was found to improve productivity by 20 per cent, with a focus on clarity of communication and intent and real-time goal setting. This is echoed in the literature highlighting the importance of effective communication and common goals for improving organisational effectiveness (Burns, 2022). Leadership strategies such as regular feedback mechanisms and employee appreciation programs were cited as pivotal in improving employee engagement by approximately 30%. This is consistent with leadership research on how the nature of leader behaviour impacts employee engagement such as practices that lead to greater job satisfaction and engagement, e.g., fostering open communication or recognising employees (Goestjahjanti et al., 2020).
The interviews touch on the theme of leadership's role in the innovation industry after an era full of its emergence. Those leaders that enable a learning culture, experimentation and risk-taking environment are helping their companies to develop new products opening additional sources of revenue. This is in line with the literature on visionary leadership playing a central role in innovation and organisational growth (Colovic, 2022). Leadership initiatives had the test of time factor attached to key metrics such as retaining employee productivity and satisfied customer outcomes. Literature also revealed these metrics which underscored how good leadership practices affect organisational performance and sustainability positively (Piwowar-Sulej and Iqbal, 2023).
Theme 2: Effective Leadership Strategies for Enhancing Employee Engagement
Interview results with executive managers, corroborated by the literature in this field highlight that effective leadership strategies are essential for fostering high levels of employee engagement in small companies. Here are some of the winning strategies that emerged from the interviews, having been practised successfully in workplace after workplace. In many of the interviews, this manifested as things like structured feedback mechanisms or programs for rewarding employees and making them feel more valued. This corresponds to the available literature which highlights feedback and recognition as motivators for employee motivation and loyalty (Bakker and Leiter, 2017). Enhancing open communication across the company and the role of leadership in team-building activities were important strategies for increasing employee engagement. These practices create a supportive work environment where employees feel connected and valued, contributing to increased collaboration and job satisfaction (Chandani et al., 2016).
The importance of structured one-on-one meetings and ensuring clear communication channels as effective leadership strategies on how to retain employees were also recognised. Not only that literature has shown direct communication and personalised attention of leaders can result in maximum job satisfaction as well as the highest level of loyalty from their staff (Udovita, 2020). This evaluation examined the impacts of this leadership approach on employee satisfaction survey results and performance measures. This aligns with the research which suggests that strong leadership improves organisational outputs, by contributing to increased levels of employee engagement and performance more broadly (Lartey 2021).
Theme 3: Leadership's Role in Promoting Innovation and New Product Development
Based on interviews with executive managers and supported by relevant literature, leadership profoundly influences innovation and new product development within small companies. The interviews also featured leadership best practices, like creating a space for experimenting and taking risks. This corresponds with an academic perspective underlining the significance of visionary leadership for triggering innovation and company effectiveness (Kozioł-Nadolna, 2020). The importance of leadership in resourcing and supporting innovation initiatives was highlighted. Managers pondered over investments of core hours and loads, to enable innovation projects that went on to catalyse the development of disruptive products. This supports research that finds leadership support and resource allocation positively relate to innovation climates (Nani and Safitri, 2021).
Furthermore, the interviews highlighted how agile methodologies and frameworks are applied under efficient leadership. The methods also support accelerated product development cycles, demonstrating leadership can quickly react to changing markets and customer needs (Subramaniam 2021). This investment in leadership development for innovation successfully produced long-term impacts such as enhanced employee morale and retention. Leading programs that appeal to teams and activate a culture of experiments are positively associated with innovation (Liu et al., 2021).
Theme 4: Metrics and Indicators for Measuring Leadership Success
Derived from interviews with executive managers and reinforced by literature, metrics for measuring leadership success in small companies are embedded into five primary dimensions. The interviews showed that really good leadership was largely understood in terms of its effect on organisational results, with leaders being described through the lens of business productivity employee engagement and innovation. Performance measures for good leadership practices included metrics such as increased productivity and the quality of work atmosphere. The observation that has been criticised concerning the literature shows leaders need to be evaluated based on their actual achievements (Northouse, 2021).
Moreover, the interview with executive manager 3 reflected on how employee satisfaction survey results and workforce metrics are considered key performance indicators that prove the efficacy of leadership initiatives. This finding is also consistent with the literature that indicates employee satisfaction and performance indicators as a suitable way to measure leadership's impact on organisational performance (Udovita, 2020). In addition, an interview with the executive manager 4 highlighted adaptiveness and market responsiveness as outcome metrics directly related to investment in leadership development. This finding supports the literature stating that leadership is critical to developing organisational agility and adaptability in a changing market environment (Subramaniam, 2021).
Theme 5: Key Leadership Qualities for Driving Company Growth
Based on the insights gathered from interviews with executive managers and supported by relevant literature, certain key leadership qualities emerge as crucial for driving company growth in small businesses. The essential successful leader traits identified were visionary thinking, effective communication, adaptability and teamwork. Leaders said visionary thinking built a critical alignment among team members and also helped them manoeuvre the problems they faced. Given his extensive writing on the lack of vision-driven organisational leadership to shape a strategic mission and spark creativity (Colovic, 2022). 
Executives also recognised that they needed better at communicating. Open and transparent communication is key to trust, alignment and decision-making across team members. The literature reflects on this stating that better communication leads to higher organisational performance and makes employees more occupied (Northouse, 2021). The need to be adaptable was reiterated as critical to navigating a changing market and driving organisational agility. Without question, leaders who can shift gears and change together will allow their enterprises a step up on evolving market demands (Subramaniam, 2021). It was stressed that an organisational culture supporting growth and innovation considers teamwork and collaboration as fundamental. Leaders are more likely to create atmospheres that can house diversified views and as a consequence boost their teams’ capabilities in problem-solving by putting team building first (Kozioł-Nadolna, 2020).
Theme 6: Aligning Leadership Practices with Sustainability and Ethical Goals
These interviews offered perspectives on the role of leadership in sustainability and responsible behaviour inside organisations. For instance, several executives emphasised the importance of integrating ethical considerations and sustainability goals into their leadership strategies. This is in line with the literature about how ethical and sustainable practices are promoted by leaders across cultures (Ciulla, 2020). Leadership decisions that prioritise sustainability were highlighted, such as implementing flexible work policies to enhance employee satisfaction and reduce environmental impact. This demonstrates a mere extension of the current evolution of leadership practices where sustainability initiatives are inculcated into organisational strategies for long-term success (Dey et al., 2020).
These interviews indicated how this change was necessary for a leadership development program to leverage culture alignment towards sustainability. Leaders have noticed this investment taking the form of strengthening layers of management, as well as increasing organisational agility to respond rapidly to new environmental dynamics and emerging market forces. This aligns with previous research indicating that leadership development presents significant value in the context of organisational agility and sustainability (Liu et al., 2021). Leadership becomes a potential game changer for Corporate social responsibility (CSR) as it facilitates the development of CSR initiatives that have an overall positive impact on society and its environment. This is consistent with prior literature underlining the ethical obligations of leaders to promote corporate social responsibility and sustainable business practices (Medina et al., 2005).
[bookmark: _Toc170746936]4.2.4 Discussion of the Interpreted Data
The discussion intended to investigate the effect of leadership practices on organisational performance in small businesses. Strong leadership leads to higher organisational performance and productivity as concluded by the interviewers. Productivity rose by as much as 20% in the firm, with the top performers significantly increasing clarity of communication and visibility around goals and strategy. This finding is consistent and corroborates empirical works pointing out the potential benefits of strong communication in goal setting leading to achieving high levels of organisational performance (Burns, 2022). In addition, key leadership strategies identified as critical enablers of performance improvement were to develop a culture where people take personal responsibility at all levels and maintain momentum in execution. The results of the study underscore leadership as a key determinant in shaping a company's strategic orientation and operational behaviour.
The study evaluated how effective leadership positively influences the low success rate of employee engagement and satisfaction in small businesses. Leadership practices emerged as the best way to achieve employee engagement outcomes - particularly in terms of meaningful feedback loops, recognition mechanisms and inclusion during decision-making interviews. Executive discussions reflected on well-being and a number noted increased morale and job satisfaction as their personnel reported organisational supportive practices (Goestjahjanti et al., 2020). Literature confirms these results and supports the fact that leadership styles with open communication and employee involvement are essential to increase engagement levels as they reduce leaving percentages. The discussion of this discussion only emphasises the point that a positive culture is also an empowering leadership tool designed to inspire and create loyalty towards the organisation's agenda.
The analysis focused on exploring the role of leadership in fostering a culture of innovation and adaptability in small companies. Interviews with all the executives consistently praised the impact of forward-thinking leaders setting a tone for how innovation and experimentation will be prescribed. Leaders who demonstrated risk-taking and invested in innovation projects realised substantial productivity gains from new product experience launches as well as other benefits related to market share (Colovic, 2022). This perspective is also proven by the literature in which visionary leadership plays a significant part in unleashing creativity and organisational agility (Kozioł-Nadolna, 2020). Furthermore, effective leadership concerning the introduction of agile methodologies that enabled firms to adjust quickly as sequential changes and demands were crucial in terms of complementing adaptive capacity (Subramaniam 2021). The discussion shows the importance of leadership practices in contrast to an organisation's ability to innovate and prosper within a rapidly evolving business environment.
This analysis was conducted as an examination of the long-run results of investing in leadership development initiatives for small businesses, with a particular focus on sustainability and growth prospects. Across the interviews, it was also ascertained that leadership development investments serve to enhance manageability and organisational resiliency with long-term sustainability. More specifically, leadership development programmes turnover among staff and employees (Liu et al., 2021) some positive outcomes like higher organisational agility as well as market responsiveness. These results are consistent with the extant literature that has shown that leadership development programs ultimately help to build a strong pipeline of leaders and foster a culture of ongoing improvement as well as ethical responsibility (Ciulla, 2020; Dey et al., 2020). Furthermore, leaders who are motivated by sustainability and practice ethical behaviour will be better placed on issues of ecologically sustainable development as they progress in their CSR (Medina et al., 2005). It is a reminder of the systemic role leadership development ought to have in shaping small businesses' long-term growth and sustainability agenda.
[bookmark: _Toc170746937]4.2.5 Summary of the Discussion
The discussion using content analysis reflects how leadership can shape small business outcomes such as company performance, employee motivation and innovation culture are affected by the same long-lasting sustainability. Small companies also can maintain a competitive edge, spur innovation and respond to market demands by developing leaders effectively. Leadership is revealed to be a strategic factor that plays in determining the effectiveness of an organisation. It also fosters a conducive work environment that promotes both employee satisfaction and business effectiveness.



[bookmark: _Toc170746938]Chapter 5: Conclusion and Recommendations
[bookmark: _Toc170746939]5.1 Conclusion
This study looks at the leadership factor that skills have brought over the last three years in the small business through the leadership outcomes such as organizational performance, engagement of employees, innovative culture, and sustainability. It fills a gap in the knowledge regarding leadership practices in the context of SME where leadership is often defined by your ability to achieve business goals despite the lack of human and financial resources, high competition and limited customers’ loyalty. Thus, the study is designed to synthesize findings presented in available literature and case studies to identify worrying trends and perhaps more importantly – the best practices for leadership development in SMEs to improve their capacity for growing and developing into more resilient enterprises. In the long run, it aims at helping policymakers, business people, and the public in general on the right approach to enable economic growth and employment opportunities. 
Chapter 2 aims at presenting small companies’ best leadership practices while pointing the particular aspects that have to do with small companies and how leadership playes a significant role in the success of organizations. It analyzes numerous leadership methodologies like the transformational and transactional one to explain how it affects employee participation, innovation culture, and organization’s performance. Both quantitative data and qualitative data as case study, proposed into the chapter, to demonstrate how leadership is critical in small business organisations by managing of change by identifying successful leadership approaches in relation to adaptiveness, sustenance and growth. The findings of the literature review confirm these suggestions, and it became clear that MNEs can benefit from the targeted development of leaders for SMBs, as well as more extensive studies of leadership approaches to address the obstacles faced by SMBs. 
Methodology of the study uses pragmatic paradigm to assess the practical reality of leadership in small organisations. As a methodically rooted, exploratory study, it aims to gain a rich understanding of leadership factors by conducting interviews with 5 SME leaders. The use of inductive research means that themes emerge throughout the process of researching how leadership influences the performance of organizations, staff motivation, innovation, and sustainability over the long term. Regarding data collection, there will be the use of primary interviews with simple random sampling technique with participants across the different industries and regions. Interview notes will be qualitatively transcribed into textual data and textual patterns will be searched and identified with the help of content analysis. The measures of ethical practices entail respecting the participants’ anonymity and obtaining their consent during the study in question.
Chapter four reports the qualitative study focused on five startup executive managers about the implications of leadership practices on organizational results, employees ‘endorsement, innovativeness, and sustainability. Some of the insights are; productivity is enhanced, and employee engagement is boost leading to higher innovation by embracing clear communication, feedback and culture of experimentation. The discussion focuses on the aspects of the visionary, adaptability, and communicating leadership style in the overall management of the organization’s growth and conformity to the concepts of sustainable practices. In totality, the chapter emphasizes on the necessity of leadership thus supporting the notion of long term business success in Small businesses.
[bookmark: _Toc170746940]5.2 Recommendations
Based on the comprehensive review of leadership practices in small organizations, several recommendations can be made to enhance leadership effectiveness and organizational outcomes:
First, it is essential for the leaders in small businesses to make a conscious effort of leadership development. Incorporating training on leadership theories that are best suited to the ever-changing environment of small businesses like the transformational and the situational theories will enable leaders to possess the right types of skills that would enable them to run the businesses effectively (Moldoveanu and Narayandas, 2019). This entails encouraging culture that embraces change as an organizational culture fundamental to long-term organizational endurance and competitiveness. 
Secondly, improving employees’ satisfaction via great leadership activities or measures has to be a critical area of focus. This can be done at the leadership level through communication where all employees are encouraged to share their ideas with senior managers, rewards given to employees and giving them a chance to grow in their career (Clinton, 2018). In particular, works prove that the commitment of employees can positively impact the performance of an organisation if the employee is engaged. 
Additionally, there is a need to do more in the realization of a strong and healthy organizational culture. The managers and leaders should it a point of utmost priority to foster and promote the organizational culture in the workplace by creating a culture of inclusiveness that encourages all employees to give their best (Anderson, 2017). This can be done through using organisational leadership practices such as promotion of trust, delegation of power decision-making and ethical values of the organisation and the employee. 
Also, small business managers should embrace advanced technologies and innovation plans to increase productivity and customers’ satisfaction. The principles of smart manufacturing and digitalization of the process provide opportunities to solve problems that small businesses may face in their production and adapt to new changes in the market. 
Lastly, the topic that requires to be covered is the importance of small businesses, the problem of their lack of resources, and high employee turnover, and the measures against these problems using management leadership. Managers should integrate lean management practices and incorporate sustainable initiations that will enhance the efficient use of resources towards the achievement of strategic organizational goals. Adopting these ideas will help the leaders of small businesses to create a culture of leadership, improve the organizational performance and include their organizations into a list of successful competitors.
[bookmark: _Toc170746941]5.3 Future Research Scope
Further studies should be carried out to compare the effects of various forms of leadership in various niches of small businesses accentuating digital environment, corporate responsibility, and contingency plans. It should explore the implementation of practiced leadership development interventions and ethical leadership in creating the organizational culture, engaging the employees and stimulating innovation. Research based on quantitative conclusions is required to evaluate qualitatively the contribution of leadership to organizational performance and employees’ outcomes across different industries and geographically. Cross-sectional follow-up investigations and comparative examinations should focus on the tendencies in leadership behaviours over time and provide knowledge on the effective approaches for the success of the small business in the context of globalization. Thus, the purpose of such research is to compile information that can help the leaders improve their effectiveness and the organizational stability when faced with complex contexts.
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