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[bookmark: _Toc216457937]ABSTRACT

The hospitality industry plays a crucial role in supporting economic expansion and progress. However, there is a high staff turnover rate in the sector, which causes significant losses in profitability. Within the scope of this study, the goal is to examine the effect of ethical leadership on employee well-being and their engagement on turnover intention. The data obtained from a sample consisting of 109 participants working in the hospitality sectors, such as hotels, bars, restaurants, and other tourism sectors in the UK and Turkey, were analysed with SPSS software. The findings show that ethical leadership has a positive and significant relationship with employees' well-being level, work engagement, and a negative and significant relationship with employees' turnover intentions. In addition, as a result of the study, it was determined that both employees’ well-being and employee work engagement have a mediating effect between ethical leadership and turnover intention. The adoption of ethical leadership is an important issue to motivate employees to keep their jobs and increase their passion for work.  Managers and stakeholders in the tourism sector should prioritise the adoption and development of ethical leadership characteristics to create a work climate that is both supportive and engaging. It is considered that this method will not only increase employee satisfaction and performance but also contribute to the overall well-being of the hospitality industry.
Keywords: leadership, ethical leadership, work engagement, employees’ well-being, job turnover intention.
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The hospitality industry is crucial to the economies of numerous countries (Martínez-Martínez et al., 2019). According to the World Travel and Tourism Council (2024), the travel and tourism sector accounts for around 10% of the world’s GDP and supports over 348 million jobs throughout the globe. This shows the importance of the sector for creating employment and income. The hospitality sector ranks among the major global industries and accounts for 7.2% of all employment worldwide (International Labour Organisation, 2023). This percentage ascertains the nature of the hospitality as highly intensive labour. Sisson and Adams (2013) define the hospitality industry as the hotel, tourism, food and beverage, and meeting and event sectors. The hospitality sector strongly relies on representation and customer feedback because it is built on human services (Martínez-Martínez et al., 2019). Therefore, it is vital to implement radical innovations and changes to live in this dynamic and competitive environment, compete, and improve (UK Hospitality, 2025).
In the UK and Turkey hospitality sectors, recent figures reveal that the UK hospitality sector was valued at USD 61.23 billion in 2025 and is projected to expand to USD 72.76 billion by 2030, reflecting a CAGR (Compound Annual Growth Rate) of 3.51% (Mordor Intelligence, 2025). As of March 2024, the industry employs almost 3.5 million individuals and comprises more than 173,500 businesses, mostly small and medium-sized organisations (SMEs) (UK Parliament House of Commons Library, 2025). The Turkish hospitality industry is projected to achieve a value of USD 5.58 billion in 2024 and is anticipated to increase to USD 6.83 billion by 2029, exhibiting a compound annual growth rate (CAGR) of 4.12% during the period from 2024 to 2029 (“Hospitality Industry in Turkey Insights,” n.d.). Investments in the hospitality sector in both countries significantly promote economic growth and contribute to the country's GDP, highlighting the importance of tourism as a driver of economic development (Mordor Intelligence, n.d.).
The hospitality industry is growing rapidly, boasting more than a third of the entire global services trade (ILO, 2010). However, it has long struggled with high turnover (Stamolamproset et al., 2019) and, regrettably, this problem continues to increase by 72.1% (Ruggless, 2016). As a result, the hospitality industry is anchored in a high staff turnover rate (Stamolampros et al., 2019). The hotel industry, taken as an example, offers services around the clock, every day of the year, even on nights and weekends. Hotel personnel are frequently forced to work longer hours in an unpredictably stressful workplace (Lockwood, 2007; Saks, 2006). Consequently, the hotel sector is characterised by a high percentage of employee turnover (Davidson et al., 2010). Investments in the hospitality sector significantly promote economic growth and contribute to the country's GDP, highlighting the importance of tourism as a catalyst for economic development (Mordor Intelligence, n.d.).
The hospitality industry, like any other sectors, needs to use the right kind of leadership. Recent studies emphasise the need for ethical leadership in contemporary, quickly changing, technology-driven contexts. It emphasises fairness, integrity, ethical decision-making, and employee well-being, empowering leaders to adeptly navigate the complexity of the twenty-first century (Brown and Treviño, 2006; Eisenbeiss, 2012). Businesses trying to address the evolving and varied wants of consumers must reinvent themselves. The need for a new generation of leaders who can quickly adapt to change, recognise their shortcomings and strive to improve, share ideas with their subordinates, and elevate their subordinates is revealed for businesses to survive in competitive market conditions. To get more accurate and effective governance, research academics from all over the world have stressed ethics and authenticity for organisational leaders from ancient times (Hassan & Ahmed, 2011). Every organisation's leadership should uphold moral principles in all of its discussions, actions, and decisions because this can assist an organisation to function more efficiently. Organisations are currently encountering challenges as a result of the rapid changes that are taking place in the business environment around the globe. Organisations therefore want leaders who can inspire their workforces to deliver better customer service than before. Leaders are expected to cherish their organisation's employees in the twenty-first century and seek to create a positive environment that encourages individual contributions and has an impact on work engagement in teamwork. Organisations need flexible leaders who exhibit ethical leadership attributes such as humility, transparency, and empowerment, hence encouraging employee trust and psychological safety, which are critical for resilience and competitiveness (Kalshoven et al., 2011; Resick et al., 2011). In this context, leadership style becomes a critical lever for sustaining employee engagement and service quality. A substantial correlation between responsible leadership and employee engagement within the hotel industry, especially in social democratic countries such as Pakistan, was identified by a study carried out by Sarwar et al. (2020). Sarwar et al. (2020) discovered that cultural context influences the effectiveness of ethical leadership. This illustrates that responsible leadership can produce different effects on engagement, depending on the context and cultural environment. There remains some uncertainty regarding the applicability of these findings across various national or organisational contexts, as actions considered permissible in collectivist cultures may be viewed as excessively authoritarian in individualistic societies. There exists a significant correlation between ethical leadership and employee engagement.  However, this relation is not consistently the same, and further research is required to determine the influence of cultural and organisational factors on it (Sarwar et al., 2020).
To address the gap between work engagement and disengagement, employees’ well-being in this demanding profession, and employees' desire to leave, this study aims to explore the effects of ethical leadership on the hospitality sector. No study has been conducted to investigate the effects of ethical leadership on employees’ well-being, work engagement, and job turnover intentions in the hospitality sector. This creates a gap in academic research regarding the specific subscales of ethical leadership and their influence on the aforementioned variables. Additionally, the role of work engagement and employees’ well-being in moderating the relationship between ethical leadership and employees' job turnover intentions has not been explored. This study enhances comprehension of these issues within the hospitality industry and addresses the previously noted research void. So, the purpose of this study is to assess the impact of ethical leadership style on the work engagement of hotel employees, their well-being, and ultimately their intention to leave their jobs. This study explores the factors that may trigger job turnover intention in the hospitality sector and eventually produces a set of recommendations on how to reduce job turnover intention. It is expected that companies in the hospitality and tourism industries will gain from this study's identification of ethical leadership styles and motivators that result in promoting employees’ well-being and engaged workers who perform better on the job and have higher job satisfaction, organisational commitment, and a lower turnover rate. 
        Future research could build on the findings of this study in several important ways. First, the use of larger and more diverse samples would enhance the generalisability of results across different regions, organisational sizes, and hospitality sub-sectors. Second, future studies are encouraged to adopt longitudinal research designs in order to examine changes over time and to establish clearer causal relationships between ethical leadership, psychological factors, and turnover intention. In addition, incorporating qualitative methods such as interviews or focus groups could provide richer insight into how employees interpret ethical leadership behaviours and how these perceptions shape their attitudes and workplace experiences. Further research could also explore cultural differences more explicitly, particularly by comparing collectivist and individualist cultural contexts, to better understand how cultural values influence responses to ethical leadership. Finally, future studies may benefit from examining additional variables such as job satisfaction, organisational commitment, and alternative leadership styles beyond ethical leadership, in order to develop a more comprehensive understanding of the factors influencing employee retention.
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Leadership studies have expanded significantly in recent years, resulting in increased interest in understanding leaders and their actions. However, it still cannot be agreed on what leadership is or how to apply it (Northouse, 2022; Yukl, 2013).  Some individuals see it as an intrinsic attribute, a collection of actions or competencies, or a procedural or interactive phenomenon (Northouse, 2018). This has led to a variety of views and methods that support the idea of leadership. Stogdill (1974) asserts that leadership is often seen as a significant process requiring risk-taking and proactivity to attain certain goals. While this idea stresses the importance of leadership and its responsibilities, it may understate the relational aspects of leadership that contemporary scholars emphasise. This idea emphasises the importance of being deliberate about the influence process and of following strict ethical rules in both your personal and professional life (Northouse, 2018). 
2.1. Leadership Theories
There are many different ideas on what it means to be a leader, such as servant leadership, transformational leadership, and characteristic approaches.   Each of these ideas helps see things differently, yet this diversity has led to theoretical fragmentation and overlap.  The trait approach asserts that exceptional leaders are innate rather than cultivated, with distinctive inherent qualities that set them apart from others (Stogdill, 1948). Although influential, this theory has been criticised as it neglects the influence of learning, context, and environment. In the 1930s and 1940s, in response, Stogdill (1948) disagreed with this idea, arguing that both a person's traits and how these traits interact with situational conditions contribute to leadership. This change shows that more and more people are realising that personality alone isn't enough to explain how good a leader is; they also need to look at how people connect with their surroundings.
Conversely, behavioural theory focuses on leaders' actions and behaviours rather than only their intrinsic characteristics (Uslu, 2019). This point of view helped clarify more than just natural traits, but it has been criticised for focusing too much on visible actions and not giving enough weight to internal motives or morals. This idea has changed over time and now includes numerous frameworks that help us understand how to build and use good leadership.  A leader's success is contingent upon their inherent abilities as well as their actions. This comprehension resulted in the formulation of behavioural theories of leadership, which emphasise leaders' visible actions rather than their intrinsic attributes. However, the challenge remains that not all effective behaviours translate across cultures or industries. A lot of research has provided a lot of information on different types of leadership and how leaders act. For example, research done by Ohio State University, Michigan University, and the management grid created by Blake and Mouton (1964).
  The leadership research at Ohio State University in 1945 classified leadership behaviour into two types: task-oriented behaviour (structure) and relational behaviour (consideration) (Stogdill, 1974). This binary difference offered clarity; however, it potentially reduced the complexity of leadership interactions.
 First, leaders make sure that everything is in order.  Then they make sure that everything gets done.  Lastly, they make sure that everything is done on time. Leaders, on the other hand, should build trust and respect in their relationships with their followers. A Likert-scale study conducted at Michigan University in 1947 investigated the factors that enhance group satisfaction and productivity. It found that leaders make group members happier and more productive by using individual-based behavioural styles, which allow individuals more control (Likert, 1961). However, these results may only be applicable to the culture and values of the time they were conducted, which raises questions about their relevance in today's more diverse and flexible work environment.
Blake and Mouton's (1964) management grid model put leadership styles into groups depending on how much they cared about people and how much they cared about getting things done.   The Team Management Style is the best because it combines productivity with the needs of each person, which helps workers desire to work together and be devoted. Still, this idea that one style is "best" may be too simple, as additional study showed that good leadership typically depends on the context. The Impoverished Management Style, the Task Management Style, the Middle-of-the-Road Management Style, and the Country Club Management Style are further examples that offer valuable insights but may not account for the fluid nature of organisational realities.
Douglas McGregor's (1960) X and Y theories examine workplace behaviour.    The X Theory says that most people don't like their jobs and need to be watched and punished to help the business reach its goals. The Y Theory, on the other hand, says that work may be fun and that subordinates can be self-disciplined. Critics argue that McGregor’s dichotomy represents a false binary that oversimplifies the complexity of employee motivation (Schein, 2010; Miner, 2005; Pinder, 2014).
Managers who follow the Y Theory build trust by talking to their workers, allowing them to help make choices, and giving them chances to learn and use their skills. Fiedler's Contingency Theory of Leadership underscores the need to synchronise leadership style with the particular job (Fiedler, 1967). Contingency theory has been criticised for its inflexible classification of leaders, suggesting that people are unable to modify their style in response to changing conditions (Northouse, 2022). The Path-Goal Theory of Leadership emphasises anticipatory and probability-driven frameworks, categorising leadership styles into four distinct types: achievement, supportive, directive, and participatory (House, 1971). This model successfully incorporates motivation theory; nonetheless, it presupposes a degree of rationality and predictability in leader-follower dynamics that may not consistently prevail. The Hersey-Blanchard Situational Leadership Theory categorises task-oriented and relationship-oriented leadership as contingency theories.  According to this theory, four main types of leadership styles may be used in different situations: selling, participating, telling, and delegating. The right way to lead depends on how mature your subordinates are (Hersey and Blanchard, 1969). These concepts provide significant insights into managing individuals in various contexts, although they have been criticised for lacking strong empirical support and for placing too much emphasis on leader adaptability rather than structural or cultural factors (Graeff, 1997; Yukl, 2013). Phillip Yetton and Victor Vroom's Leadership Theory examines the influence of various leadership styles on decision-making processes. Vroom and Yetton (1973) assert that they use a decision tree to assess managerial decision-making efficacy and to determine the optimal leadership approach in each scenario. This paradigm is methodical, but it might put process efficiency ahead of relationship dynamics, which are just as important in leadership. Conger and Kanungo (1987) assert that charismatic leadership involves the ability to motivate others through effective communication, support, and authenticity. While this approach emphasises inspiration as a leadership quality, it has been criticised for potentially encouraging dependence on the leader’s personality rather than empowering followers (Yukl, 2013). Servant leadership is based on the charismatic paradigm, which places moral and practical conduct first (Greenleaf, 1977). Burns (1978) was the first to write on transactional leadership, and Bass (1985) expanded on that work. It involves leaders and followers exchanging precious items for psychological, political, and financial purposes. Transactional leaders encourage, guide, and please their people by giving them different advantages, such as help and resources, keeping an eye on their work, making required changes, and letting them do their jobs on their own. Over the last several decades, transformational leadership has grown increasingly common. It pushes workers to be innovative, think of new things, and be business-minded (Bass, 1990). It affects how followers feel, provides them with spiritual direction and inspiration, and gives the organisation a new way of looking at things.  Transformational leaders unite the interests of individuals and collectives, resulting in innovative organisational management (Burns, 1978; Bass, 1985). However, some scholars are unsure whether transformational leadership may be manipulative if leaders utilise emotional appeal to get what they want (Yukl, 2013). Authentic leadership, rooted in positive psychology, underscores the importance of self-consistency and the development of relationships based on trust and respect. Employees are aware of themselves, do things that help them grow professionally, and put their own needs first (Avolio and Gardner, 2005). Authentic leaders can change how businesses work and how people do their jobs. They earn the trust of their employees, help them, and are honest with them about what they do (Northouse, 2018). Yet, Authentic leadership is criticised for being conceptually similar to ethical and transformative leadership, which makes it hard to see it as a unique theoretical idea (Yukl, 2013; Alvesson and Einola, 2019). Whereas transformational leadership highlights inspirational motivation and authentic leadership emphasises internal consistency, ethical leadership extends these ideas by placing explicit focus on normatively appropriate behaviour and the promotion of ethical standards within the organisation. In this sense, ethical leadership can be seen as a more behaviourally anchored and relationally focused development of the broader value-based leadership literature, offering clearer mechanisms through which leaders shape employee attitudes and organisational atmosphere.

[bookmark: _Toc216457949]2.2. Ethical Leadership
2.2.1. Definition of Ethical Leadership
Organisational research has focused more on ethical leadership because it affects how employees act, feel, and do their jobs. Brown et al. (2005) characterise ethical leadership as “the demonstration of normatively appropriate conduct through personal actions and interpersonal relationships, and the promotion of such conduct to followers through two-way communication, reinforcement, and decision-making.” This definition is a good starting point for thinking about the notion, but some critics think that it is too prescriptive and that it assumes a universal standard of "appropriate conduct" that may not be the same in all cultures and organisations (Eisenbeiß, 2012; Yukl, 2013). Ethical leaders should be honest, fair, responsible, and have integrity (Piccolo et al., 2010). They should be both moral people and moral managers (Brown and Treviño, 2006). This dual role allows leaders to serve as role models while also promoting ethical behaviour among employees. On the other hand, it is said that this division between "moral person" and "moral manager" may be too simple for the complicated moral problems that leaders deal with in real life, where personal morality and management duty might often be at odds (Treviño, Brown and Hartman, 2003; Eisenbeiß, 2012). In the hospitality sector, ethical leadership correlates with enhanced job satisfaction, improved service delivery, and diminished turnover intention, both directly and indirectly through trust and emotional exhaustion (Theriou, Chatzoudes, and Mavrommatidou, 2024). Emotional exhaustion negatively affects mental and physical health, relationships, subjective well-being, and overall job performance (Kader et al., 2021; Skaalvik, 2020; Scanlan and Still, 2019; Theriou, Chatzoudes, and Mavrommatidou, 2024). Based on social exchange theory (Homans, 1958; Cropanzano & Mitchell, 2005), when employees feel that their leaders are treating them fairly and with support, they feel like they have to respond with positive attitudes and behaviours, like being more committed to their jobs, being happier at work, and doing better work. However, this reciprocal viewpoint might neglect structural and organisational pressures that can compromise ethical environments, irrespective of leaders' intentions. 
Academics have also pointed out that ethical leadership is similar to other types of leadership. For example, authentic leadership is based on being honest and sincere (Brown and Treviño, 2006), transformational leadership focuses on moral behaviour as a way to inspire change (Bass and Avolio, 1994), and servant leadership puts followers' needs first through moral identity and sharing power (Sendjaya and Cooper, 2011). While these approaches share ethical dimensions, ethical leadership uniquely integrates moral identity with managerial responsibility, rendering it particularly impactful in organisational contexts (Den Hartog, 2015). 
[bookmark: _Toc216457950]2.2.2. Characteristics of Ethical Leadership

There has been considerable research on ethical leadership over the last twenty years.  Researchers have identified a set of personality and behavioural traits that facilitate this phenomenon.  Brown, Treviño, and Harrison (2005) characterised ethical leadership as the demonstration of normatively appropriate behaviour through individual actions and interpersonal relationships, assessed by their Ethical Leadership Scale (ELS), consisting of 10 items. The ELS was a useful step towards measuring ethical leadership, but some believe that it relies too much on self-reported measures and may be biased towards certain cultures, which could make it less useful for everyone (Brown, Treviño and Harrison, 2005; Resick et al., 2006). Later, Kalshoven, Den Hartog, and De Hoogh (2011) added to this idea by creating the Ethical Leadership at Work (ELW) questionnaire, which lists 38 behavioural indicators that are grouped into different categories, such as fairness, role clarification, and power sharing. This broader framework offered a more intricate perspective; however, it also created conceptual intersections with other leadership models, including transformational and servant leadership, thus obscuring theoretical distinctions. Literature reviews show that there are nine main traits that are always present in ethical leadership models (Treviño, Brown & Hartman, 2003; Resick et al., 2006; Yukl et al., 2013; Kalshoven et al., 2011). These traits provide a useful way to categorise things, but they may idealise ethical leadership by suggesting that it has a universally positive effect, without fully recognising the situational constraints or organisational paradoxes that could make it less effective.
Ethical leadership has increasingly been conceptualised as a multidimensional construct that integrates leaders’ moral character, decision-making, and relational behaviour. Early work framed ethical leadership primarily in terms of observable, consistent behaviours such as honesty, integrity, and role modelling, arguing that leaders who keep their promises and act as moral exemplars foster higher levels of follower trust and identification (Brown et al., 2005; Brown & Treviño, 2006). Subsequent studies extended this view by emphasising fairness and responsibility, positioning ethical leaders as those who apply procedures consistently, avoid favouritism, and accept accountability for their actions and their consequences (Kalshoven et al., 2011; Yukl et al., 2013). This shift from a narrow focus on behavioural consistency to a broader concern with justice and accountability suggests that ethical leadership is not only about “doing the right thing” personally, but also about creating perceptions of procedural and distributive fairness within the organisation.
Later frameworks further highlight the importance of leaders’ underlying moral self-concept and socio-emotional competencies. The notion of moral identity captures the extent to which moral values are central to the leader’s self-definition, shaping both their sense of who they are and how they respond to ethical dilemmas (Aquino & Reed, 2002). Similarly, an internal locus of control suggests that ethical leaders view themselves as responsible agents rather than victims of external forces, which may increase their willingness to take ownership of difficult decisions (Kalshoven et al., 2011). Ethical leadership is also argued to be inherently relational: people-oriented behaviours, such as genuine concern for employees’ well-being, development, and dignity, are repeatedly identified as core elements (Resick et al., 2006). Personality characteristics, including conscientiousness, agreeableness, and empathy, appear to underpin these relational and moral dimensions, supporting the view that ethical leadership is grounded in stable value orientations that are expressed through day-to-day interactions (Kalshoven et al., 2011).
Taken together, these strands of research indicate a progression from viewing ethical leadership as primarily behavioural and outward-facing to recognising the more nuanced interplay between leaders’ internal moral schema, personality and context-specific decision-making (Brown et al., 2005; Resick et al., 2006; Kalshoven et al., 2011). This integrative perspective is particularly important in applied settings such as hospitality, where high levels of interpersonal contact and emotional labour mean that employees’ perceptions of honesty, fairness, care, and moral consistency are likely to shape trust, motivation, and intentions to remain with the organisation.
[bookmark: _Toc216457951]2.3. Work Engagement
[bookmark: _Toc216457952]2.3.1. Conceptualisation of Work Engagement

According to Schaufeli and Bakker (2004), work engagement can be defined as a mental state that is typified by pleasant and gratifying experiences with work. This state of mind is marked by qualities such as energy, dedication, and absorption (p. 4). This definition is widely accepted, but it has been criticised as a subjective concept, and the dimensions of engagement may change based on personal and cultural factors (Sonnentag, 2011; Macey and Schneider, 2008). Furthermore, Schaufeli and Bakker (2004) have shown that individuals who exhibit high levels of energy in the workplace also demonstrate enhanced cognitive abilities, emotional adaptability, motivation to exert effort, and a tenacious attitude in the face of adversity. But even though this positive framing is convincing, it doesn't take into account possible downsides like over-engagement, which can happen when too much dedication leads to an imbalance between work and life or burnout.
The notion of "personal engagement" was first introduced by Kahn (1990, p. 694), and since then, there have been other conceptualisations and definitions of "employee engagement" and its closely related terminology, such as "job engagement," "work engagement," "staff engagement," and "personal role engagement." This proliferation of terminology, while enhancing discourse, has also faced criticism for engendering conceptual confusion and leading to measurement inconsistency across studies (Macey and Schneider, 2008; Saks, 2008). The present conceptualisations can be categorised into six distinct categories by integrating the existing literature based on the criteria of definition and operationalisation approach as outlined by Bailey et al. (2017). The concept of personal role engagement, as defined by Kahn (1990), refers to an individual's active involvement and investment in their work role. This can be contrasted with work task or job engagement, which focuses on the interaction between job demands and resources. Nonetheless, the differentiation between these constructs is frequently obscured in practice, hindering empirical testing and comparative analysis.
This latter perspective is often seen as the opposite of burnout (Maslach et al., 2001, p. 416) or in line with the Utrecht Group's definition of engagement as a positive and fulfilling work-related state of mind. Some scholars contend that characterising engagement solely as the “antithesis of burnout” may oversimplify the concept by presenting it in negative terms instead of examining its distinct psychological underpinnings (Schaufeli and Bakker, 2004). Furthermore, the concept of "engagement as a management practice" pertains to the implementation of strategies aimed at fostering engagement within an organisation (Jenkins and Delbridge, 2013). This involves actively promoting a culture of engagement and encouraging individuals to actively participate in their work. However, these management styles have their critics because they can sometimes use engagement as a way to boost productivity instead of as a sign of real employee well-being. Additionally, "self-engagement with performance" refers to an individual's sense of responsibility and dedication towards achieving high levels of performance. These concepts were discussed by Bailey et al. (2017), whose categorisation exemplifies the complexity and disunity of engagement theory.
Schaufeli et al. (2002) assert that employee engagement denotes a condition of mental well-being and contentment encountered by people in the course of their professional endeavours.  Engagement and job participation are separate ideas. Engagement is generally about how much focus or attention someone gives to a task, whereas job involvement is mostly about how someone feels about their work or how they feel about it.  Although this distinction is conceptually useful, it may be challenging to observe empirically, as engagement and job involvement frequently coexist in organisational settings. Saks (2006) says that companies with a staff that is highly engaged tend to have higher levels of energy, enthusiasm, motivation, and inspiration. 
 Employee engagement may be defined as the positive emotional state of fulfilment experienced inside the workplace. Pastor Álvarez (2019). But this positive framing might not take into account that engagement is often dependent on things outside of the person's control, like the quality of leadership, the design of the job, and the support of the organisation. Melcrum (2007) identifies direct supervisor help and senior leadership as two key characteristics that greatly enhance employee engagement. This underscores the relational foundation of engagement, suggesting that insufficient leadership support may lead to the failure of engagement initiatives. Hsieh and Wang's (2015) research, which supports the social exchange theory, indicates that workers forge connections and engage actively in their jobs to reciprocate the supervisor's positive relationships and trust. This reciprocal dynamic presupposes a fair and supportive organisational climate, which may not consistently prevail, thus constraining the universality of these findings.
[bookmark: _Toc216457953]2.3.2. Work Engagement in the Hospitality Industry

The hospitality industry has recently emerged as one of the most critical fields for employee engagement studies focusing on corporate social responsibility, public relations, and psychometric properties, even though work engagement research on tourism and hospitality has only made up a small portion of all employee engagement research (Baum, Kralj and Robinson, 2016; Karatepe, 2013). This limited representation indicates a research deficiency, particularly considering the sector's reliance on frontline service personnel. For- instance, recent research in the hospitality industry has shown that work engagement levels have a significant impact on several factors, including service quality, employee loyalty, intention to stay, intention to leave, proactive behaviour on the part of employees, job performance, job satisfaction, and organisational commitment (Jyoti & Dimple, 2022; Karatepe et al., 2021; Wang et al., 2020; Lee & Ok, 2016). 
There are various levels of engagement amongst employees according to statistics; Gallup's most recent survey shows that only 23% of employees around the world are engaged. This means that engagement is low on a global scale (Gallup, 2024). Culture Amp's industry-specific data, on the other hand, shows that up to 70% of employees in medium-sized hospitality companies are engaged, which is much higher than the global average (Culture Amp, 2024).
This global number shows that managers in many fields, including hospitality, still have a hard time getting people to engage, which is a problem that keeps coming up. A thorough understanding of employee engagement is especially crucial for the hospitality industry, where employee turnover is 10–15% higher than that of other industries (Dwesini, 2019; Young et al., 2013), as a high employee turnover rate can be attributed to various factors, including low engagement levels (Davidson et al., 2006). But even though engagement is an important reason for high turnover, it may not be able to fix structural problems like low pay, irregular hours, or limited career growth.
Ethical leaders also make people less likely to leave by building trust and loyalty (Ng and Feldman, 2015). They can also make people more engaged at work, especially when employees see their leaders as fair and helpful (Bedi et al., 2016; Lorenz et al., 2025; Khattak et al., 2022).
[bookmark: _Toc216457954]2.3.3. Ethical Leadership and Work Engagement

Ethical leadership has been positively associated with work engagement, which is defined as employees' mental, emotional, and physical investment in their work (Demirtas and Akdogan, 2020; Bedi et al., 2022). By building trust, assigning responsibilities, and coordinating work with employees' developmental needs, ethical leaders increase employee engagement (Ahmad et al., 2021; Khan et al., 2023).
According to empirical research, moral leadership significantly improves engagement, which in turn leads to increased commitment, job satisfaction, and organisational performance (Bedi et al., 2022; Zhao and Zhou, 2024). However, research conducted by Ahmad et al. (2021) and Zhao and Zhou (2024) warns that ethical leadership may not work for everyone. Organisational politics, cultural factors, and economic forces from outside the company can make the positive effect of ethical leadership on work involvement much weaker (Ahmad et al., 2021; Zhao and Zhou, 20247). Moreover, longitudinal data show that this relationship may be mutual, as highly involved workers are also more likely to view their leaders as ethical, thereby confusing causal readings (Khan et al., 2023).
Sarwar et al. (2020) found that responsible leadership was substantially linked to workers' involvement in the hotel industry. People in communist nations like Pakistan place a high priority on social norms and the connections between leaders and their followers. This information from many cultures reveals that moral leadership doesn't necessarily lead to involvement; it depends on the situation (Sarwar et al., 2020). Even with this cultural point of view, people still want to know how the findings may be applied in other countries or workplaces. For example, ethical leadership behaviours that are common in collectivist civilisations may be seen as too authoritative in individualistic contexts. It is evident that ethical leadership and employee engagement are interconnected; nevertheless, more research is necessary to examine the influence of cultural and organisational elements on this relationship, rather than supposing a singular outcome (Sarwar et al., 2020).
[bookmark: _Toc216457955]2.4. Employee Well-being 

EWB was characterised as the employees' perceptions and emotions regarding their workplace environment and surroundings (Kahneman et al., 1999). This broad conceptualisation encompasses subjective experiences but has faced criticism for its ambiguity, as it fails to identify the workplace factors that most significantly impact well-being. The elucidation of this concept is executed through various dimensions, including depression-enthusiasm, anxiety-comfort, and displeasure-pleasure, which encompass various components such as attachment, satisfaction, depression, tension, and arousal (Grebner et al., 2005). However, these multidimensional models occasionally exhibit a lack of coherence, characterised by overlapping constructs that complicate operationalisation. Brunetto et al. (2011) assert that EWB is differentiated from other types of well-being, including social, physical, subjective, and psychological well-being (Grant et al., 2007). This distinction is useful in theory, but in practice, these types of well-being are often linked, which makes it hard to measure them clearly.
 In today's world, which is full of challenges and competition, leaders need to work with people at all levels of the organisation for the benefit of both the employees and the organisation. Even though this assumption seems reasonable at first, it could miss systemic problems like too much work or poorly designed jobs that can hurt well-being even with good leadership. Numerous studies (Bono & Ilies, 2006; Gilbreath & Benson, 2004) have demonstrated a strong and positive relationship between leadership and employees' well-being. But these relationships may not always be causal; employees' levels of well-being before the event can also affect how they see the quality of leadership. Fisher (2010) also noted that the work environment and situation had a significant impact on EWB. This supports the idea that well-being is not only affected by leadership style, but also by a complicated mix of environmental, organisational, and personal factors. Inceoglu et al. (2018) suggested that subsequent research should concentrate on the influence of leadership behaviours on employee well-being in the workplace, aiming for outcomes that enhance the employee-organisation relationship. Critics say that this advice is still useful, but that focussing only on leadership behaviour might ignore bigger parts of the organisation, like culture and policy, that have a bigger impact on well-being. Moreover, there was inadequate evidence regarding the roles of ethical leaders in relation to employee well-being.  However, this was an important thing to think about because the ethical culture of a company was one of the strategic parts needed to keep good employees. This argument, while persuasive, presupposes that ethical culture directly correlates with enhanced well-being, neglecting contextual mediators like job-related stressors or economic instability.
  Ethical leadership also afforded opportunities for leaders aiming for EWB (Kalshoven & Boon, 2012) within their organisations.  Gonos and Gallo (2013) posited that high-quality leadership correlates with elevated employee well-being, suggesting that leaders should adopt a leadership style that facilitates employees in managing both their personal and professional lives. However, this suggestion may be too idealistic for very demanding fields, like hospitality, where leaders often have to deal with conflicting priorities. Abdelmotaleb and Saha (2019) asserted that an ethical culture enhances employees' affective experiences, thereby elevating the EWB. This finding is helpful, but it may not take into account the differences in how employees see or react to ethical cues, which can vary based on their own values and cultural backgrounds.
Leadership is crucial in promoting well-being and engagement; ethical and supportive leaders mitigate stress and foster trust, thereby enhancing employee motivation and encouraging positive behaviours (Brown et al., 2005; Demirtas and Akdogan, 2015; Theriou, Chatzoudes, and Mavrommatidou, 2024). However, this link is often based on self-reported data, which can make correlations seem stronger than they really are because of common method bias. According to the 2025 CIPD Good Work Index, the recent findings corroborate these associations, indicating that employees with supportive line managers are more inclined to report enhanced performance, improved mental health, and reduced turnover intention, whereas those facing excessive workloads or deficient relationships exhibit adverse health effects and disengagement (CIPD, 2025; Young and Tong, 2025). These findings underscore the significance of leadership quality while also emphasising that well-being is multifaceted and may decline due to inadequate workload management, irrespective of ethical intentions.
  According to social exchange theory, employees who feel that their leaders treat them fairly and support them will respond by being happier and more engaged at work, which is good for both the people and the companies (Cropanzano and Mitchell, 2005). A number of studies suggest that ethical leadership makes workers happy by making them feel secure, fair, and in keeping with the company's principles (Walumbwa et al., 2011; Den Hartog, 2015). However, interpretations based on reciprocity may be limited because they often don't take into account power dynamics or economic constraints that make it hard for employees to return the favour even when leadership is ethical. So, even though ethical leadership is very important for well-being, it works within a bigger framework of organisations and society that can either make its influence stronger or weaker.
[bookmark: _Toc216457956]2.4.1. Ethical Leadership and Employee Well-Being

Studies indicate that leadership behaviour profoundly affects well-being (Bono and Ilies, 2006; Gilbreath and Benson, 2004), with ethical leadership identified as a pivotal factor. It is still up for debate whether leadership alone can keep employees happy and healthy without helpful company policies or resources.
 Ethical leaders cultivate equitable and nurturing environments that alleviate workplace stress and enhance psychological well-being (Kalshoven and Boon, 2012). Moreover, ethical organisational cultures have been shown to bolster employees' positive affective experiences, consequently improving employee well-being (Abdelmotaleb and Saha, 2019). However, this relationship may vary across industries and cultural contexts; what defines a “ethical” organisational culture in one context may not possess the same significance or impact in another (Sarwar et al., 2020; Bedi et al., 2022).
Sarwar et al. (2020) present cross-cultural evidence indicating that ethical leadership enhances well-being, with a more pronounced effect observed among Italian hospitality employees compared to their Pakistani counterparts, highlighting the impact of cultural context. This comparative analysis highlights that the impact of ethical leadership on well-being is not universally uniform but is influenced by cultural norms and power dynamics. But this also makes me worry about how generalisable these results are, since most studies only look at one area or sector.
Ethical leadership positively influences the overall success of the organisation and the individual performance of each employee.  It influences performance by using leadership styles that make employees more motivated and modify how they operate (Marques et al., 2018). Some critics, on the other hand, say that this focus on performance in ethical leadership could turn moral integrity into a tool for getting more done instead of treating it as an important value.
Research indicates that ethical leadership enhances employee performance by fostering a moral identity, increasing job satisfaction, and motivating individuals to exceed their standard responsibilities (Neubert et al., 2013; Shin et al., 2015). This implies a significant correlation between ethics and effectiveness; however, empirical research frequently neglects potential trade-offs—such as decision-making delays or moral fatigue—that may arise from prolonged ethical adherence.
Sarwar et al. (2020) found that ethical leadership improved the performance of hotels and restaurants in Italy and Pakistan. The impact was more significant in Italy, attributable to its individualistic cultural norms that align closely with ethical frameworks. This finding bolsters the idea that the advantages of ethical leadership may be contingent upon context, as diverse cultural interpretations influence the application of ethics. This supports earlier research that shows ethical leadership is important for encouraging innovation, civic participation, and long-term organisational effectiveness (Eisenbeiss et al., 2015; Chughtai et al., 2015). However, it remains unclear whether similar outcomes consistently emerge within the UK hospitality sector, where regulatory frameworks, labour expectations, and cultural values differ from those of Italy and Pakistan. Even though these results are encouraging, a key question still exists about whether ethical leadership can stay true to its values when profit is the main goal. This is especially true in fields like hospitality, where business goals and moral imperatives often clash.
[bookmark: _Toc216457957]2.5. Job Turnover Intention
[bookmark: _Toc216457958]2.5.1. Definition of Job Turnover Intention

Turnover occurs when workers leave an organisation for whatever reason, whether voluntarily or involuntarily. Voluntary termination occurs when the employee chooses to end the working relationship, while involuntary termination occurs when the employer makes the choice (Holtom, Mitchell, Lee, and Eberly, 2008). This classification seems simple, but it may not be accurate because the reasons why employees leave are often more complicated than just voluntary or involuntary factors (Griffeth and Hom, 2001). There are two types of voluntary turnover: healthy and unhealthy (Griffeth and Hom, 2001). In contrast to dysfunctional turnover, which refers to the departure of high-performing workers, functional turnover refers to the departure of low-performing staff (Dalton et al., 1982). This distinction gives managers useful information, but in practice, it's not always easy to tell which departures are good for the business, especially in fields like hospitality, where the job market is always changing. Wynen et al. (2019) argue that voluntary dysfunctional employee turnover is the focus of this investigation because losing a top performer can have negative effects on both the company and the labour market. According to Heneman, Judge, and Kammeyer-Mueller (2018), organisations that are successful at retaining their top talent enjoy more development and stability. But this positive view of retention does not take into account that too low a turnover rate can also stop innovation and make it harder for new talent to come in. Changes in employee turnover can be a sign of a faltering economic sector; therefore, governments should monitor this as well. Knowing what makes workers want to leave their jobs is crucial information for any organisation or government body that wants to reduce turnover rates. However, critics (Hom et al., 2017) point out that it's hard to figure out why people want to leave because personal, organisational, and economic factors all play a role. The best predictor of actual employee turnover is turnover intention, defined as an employee's stated readiness to leave the organisation within a specified time frame (Hom et al., 2017). While this predictive link is well-established, some scholars question whether intentions consistently translate into behaviour, as situational constraints—such as a lack of alternative employment—may inhibit actual turnover (Cohen, Blake and Goodman, 2016; Zhao and Zhou, 2023). 
Mobley et al. (1979) ascertain that "turnover intention" is an employee's desire to quit their present job. When an employee leaves a company, "person turnover" refers to the process of hiring a new person to take their place. In this conversation, departure might mean both planned and unplanned ways of leaving. Retirement, quitting, and other comparable scenarios are all examples of leaving a job voluntarily. But contract termination, dismissal, and death are all examples of involuntary departures (Li et al., 2019). This classification provides a clear framework, but it may overlook more nuanced withdrawal behaviours such as disengagement or absenteeism, which could precede actual turnover.
Glissmeyer (2012) posits that turnover intention serves as a mediator in the interaction between variables that influence turnover intention and eventual voluntary departure. This mediating role is useful for finding psychological mechanisms, but it may not work as well because the factors that lead to turnover are very different in different industries and cultures.
 Research has examined employee turnover in relation to organisational effectiveness (Hancock et al., 2013; Holtom et al., 2008), focusing specifically on the expenses associated with recruiting, training, and onboarding new employees to replace those that leave. These cost analyses show how much turnover costs, but they might make a complicated human problem seem like just numbers, ignoring things like lower morale and loss of knowledge.
Mello (2011) asserts that turnover costs may vary from 150% to 250% of an employee's annual remuneration. Elevated turnover rates have been linked to diminished worker morale, decreased job satisfaction, and worse customer evaluations of service quality (Grey et al., 2000).  Recent evidence from the Chartered Institute of Personnel and Development (CIPD, 2023) substantiates these concerns, demonstrating that employee turnover incurs significant direct costs associated with recruitment, training, and diminished productivity, as well as indirect costs including performance disruption, heightened workload pressure on remaining staff, and declining employee well-being.  The cumulative impacts underscore the strategic significance of staff retention, especially in labour-intensive industries like hospitality (CIPD, 2023).
This correlation, though persuasive, does not inherently indicate causation—low morale may serve as both a cause and a consequence of turnover. There is further evidence that bad leadership leads to significant staff turnover rates (Abbasi and Hollman, 2000; Mossholder et al., 2005). Companies should try to control turnover intent ahead of time since it costs a lot of money. Ethical leaders also make people less likely to quit by developing trust and loyalty to the company (Ng and Feldman, 2015). 
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Ethical leadership has been demonstrated to reduce the likelihood of employees quitting their jobs by fostering an ethical workplace atmosphere (Bedi et al., 2016). While this relationship is well-supported, critics point out that the causal direction can sometimes be ambiguous—employees who are already committed and satisfied may perceive their leaders as more ethical, rather than ethics necessarily driving retention. According to Zoghbi-Manrique-de-Lara and Suárez-Acosta (2014), ethical leadership improves workplace relationships and lowers turnover intentions because of social learning theory, which says that people learn ethical behaviour from their leaders and copy it. However, this assumption may overstate the uniformity of employee responses; not all subordinates interpret or internalise leaders’ ethical cues in the same way, especially in diverse or high-pressure work environments.
Ethical leaders contribute to a positive workplace culture and foster emotional attachment to the organisation (Demirtas and Akdogan, 2015). While this highlights the emotional and relational benefits of ethical leadership, it may underplay the structural and systemic factors that also drive turnover, such as poor compensation or limited advancement opportunities. Sarwar et al. (2020) found that ethical leadership makes people more loyal to their jobs and keeps them from leaving, which lowers turnover intention. Nonetheless, these findings may not be universally applicable across all industries or cultures, as turnover decisions are often influenced by contextual factors such as labour market dynamics and job alternatives.
According to Theriou, Chatzoudes, and Mavrommatidou (2024), ethical leadership positively affects employees' job satisfaction, trust, and emotional well-being, which in turn reduces their intention to leave their jobs. However, while this mediating relationship is theoretically sound, it may rely heavily on self-reported data, making it susceptible to bias. When a leader shows moral behaviour and integrity, it helps create a workplace that is trustworthy, open, and fair. However, this normative assumption can be idealistic, as ethical behaviour in leadership does not always guarantee fairness in organisational outcomes—especially when structural inequities persist. Employees who think their leaders are fair and honest are more likely to stay with the company (Brown et al., 2005). While this correlation is logical, it does not fully address how broader organisational issues, such as workload pressure or inadequate recognition, might override ethical influences.
According to Chughtai et al. (2015), authentic and moral leaders establish an ethical atmosphere inside their organisations that enhances employee engagement, mitigates stress, and reduces turnover. While this integrative perspective is useful, it might blur conceptual boundaries by conflating authentic, transformational, and ethical leadership, all of which share overlapping moral elements. Sarwar et al. (2020) found that ethical leadership helped hospitality workers in Pakistan and Italy perform better and reduced turnover intention. However, the magnitude of this effect varied across the two countries, illustrating that cultural context significantly moderates the ethical leadership–turnover relationship. In high power-distance cultures, for instance, ethical leadership might be perceived as benevolent authority, whereas in low power-distance cultures, it might be interpreted as participative fairness.
In this regard, ethical leadership might help reduce employee turnover intentions by improving the social environment at work, ensuring fairness, and aligning individual and organisational values. However, its effectiveness should not be overstated; ethical leadership functions within a broader organisational system that includes pay, workload, recognition, and career opportunities. Consequently, while ethical leadership can act as a buffer against turnover, it is not a panacea. Future research should, therefore, investigate how ethical leadership interacts with structural and cultural variables to provide a more comprehensive understanding of its impact on turnover intention.
According to the mentioned literature above, there is a positive relationship between ethical leadership and employee outcomes such as increased work engagement, better well-being, and lower turnover intention. However, inconsistencies and limitations exist, as recent studies show that these effects may vary depending on contextual factors such as organisational politics, economic conditions, industry traits, and cultural values. Cross-cultural research suggests that ethical leadership behaviours may be perceived differently across cultures, affecting employee reactions and organizational results.
Despite the increasing research on ethical leadership, significant gaps remain, particularly regarding the reliance on cross-sectional designs and self-reported data, which hinder causal inferences.
Additionally, there is a scarcity of empirical studies focusing on the hospitality sector in the UK, a field known for high employee turnover, limiting the applicability of existing findings.
To address these gaps, there is a pressing need for empirical research that explores the effects of ethical leadership on employee well-being, engagement, and turnover intention, specifically within the UK hospitality industry. This study aims to generate primary data to clarify these relationships and resolve inconsistencies found in previous research, with the following chapter detailing the research methodology employed to achieve these objectives.
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[bookmark: _Toc216457962]3.1 Introduction 

The objective of this chapter is to outline the methodological framework of the research, describing the philosophical foundation, research design, data collection and analysis procedures, sampling strategy, and ethical considerations that underpin the study. The methodology provides a coherent justification for the selection of methods and explains how they align with the research objectives. The study aims to investigate the impact of ethical leadership on employee well-being, work engagement, and turnover intention in the hospitality sector.
[bookmark: _Toc216457963]3.2. Research Design

This study adopts a primarily quantitative approach with a qualitative exploratory complement, with a cross-cultural viewpoint. Given that hospitality organisations in the UK employ a culturally diverse workforce, applying a cross-cultural perspective allows the researcher to investigate potential variations in perceptions of ethical leadership, employee well-being, engagement, and turnover intention among employees from different cultural backgrounds.
This study employs a structured, survey-based approach to collect numerical data and statistically test hypotheses. The quantitative method enables the identification of relationships among variables and provides empirical evidence for assessing the impact of ethical leadership on employee outcomes. According to Creswell (2014), quantitative designs are appropriate for studies seeking to test theoretical models and measure relationships among variables using statistical procedures
From a philosophical perspective, this research is grounded in positivism, which assumes that reality is objective and can be measured through observable phenomena (Saunders, Lewis, and Thornhill, 2019). This paradigm aligns with the study’s aim of using empirical data to explain and predict patterns of relationships between ethical leadership, employee well-being, engagement, and turnover intention. Positivism supports the use of validated measurement instruments and statistical analysis to ensure reliability, validity, and generalisability of findings.
[bookmark: _Toc216457964]3.3. Data Collection
[bookmark: _Toc216457965]3.3.1. Quantitative Research Phase
The study involves the administration of a structured online questionnaire. Online distribution is chosen for its efficiency, cost-effectiveness, and accessibility to a geographically dispersed population of hospitality employees and managers. The survey will be distributed through LinkedIn, email, and professional hospitality associations to reach individuals currently employed in hotels, restaurants, and related service organisations. This approach aligns with Bryman’s (2016) argument that digital surveys are suitable for professional populations and help ensure anonymity, thereby reducing social desirability bias.
Before dissemination, the questionnaire will undergo a pilot test involving ten hospitality professionals to ensure clarity, reliability, and content validity. Feedback from the pilot will be used to refine ambiguous items and improve the overall structure. The final version will comprise several sections corresponding to key constructs in the conceptual framework, all measured using validated scales with demonstrated psychometric reliability.
· Ethical Leadership will be measured using the 11-item Ethical Leadership Scale (Brown, Treviño, and Harrison, 2005), which assesses leaders’ fairness, integrity, and role modelling.
· Employee Well-Being will be evaluated using Warr’s (1990) job-related affective well-being scale, capturing dimensions of pleasure and arousal with 8 closed-ended questions.
· Work Engagement will be assessed through the Utrecht Work Engagement Scale (Schaufeli et al., 2006), covering vigour, dedication, and absorption with 6 closed-ended questions.
· Turnover Intention will be captured using the three-item measure developed by Mobley et al. (1978) with 5 closed-ended questions.
Each construct will use a 5-point Likert scale (1 = strongly disagree, 5 = strongly agree), which is appropriate for attitudinal research and enhances comparability across studies (Dörnyei, 2007). The questionnaire will also include demographic questions (e.g., age, gender, job role, tenure, and organisational type) to enable subgroup analysis and control variable testing.
The questionnaire also has an open-ended question at the end that lets participants give more information or comments that might not be fully covered by the other questions. This qualitative component enhances the quantitative data by providing context and a deeper comprehension of respondents' viewpoints. Thematic analysis will be conducted on responses to this question to discern patterns or distinctive observations pertinent to the study objectives.
[bookmark: _Toc216457966]3.4. Population and Sample

The target population includes employees and managers working within the hospitality sector, encompassing hotels, restaurants, and related service establishments. A selective sample technique was used to include people from diverse cultural and racial origins engaged in UK hospitality organisations. This methodology enhances the cross-cultural aspect of the research by guaranteeing that the sample represents the industry's workforce diversity.
This sector is selected because it is highly people-centric, characterised by high turnover rates, and increasingly influenced by technological innovation (Baum et al., 2020). Ethical leadership, therefore particularly relevant theme in this context.
A non-probability purposive sampling strategy will be employed to ensure that participants possess relevant experience with leadership practices and technological implementation. According to Etikan, Musa, and Alkassim (2016), purposive sampling allows researchers to select participants who are most knowledgeable about the research topic, ensuring data relevance and accuracy.
A minimum of 100–120 responses is sought, which provides sufficient statistical power for regression and moderation analyses (Hair et al., 2019). All participants will be over 18 years of age, employed in hospitality roles, and will participate voluntarily after providing informed consent. Recruitment will occur through online platforms such as LinkedIn, hospitality industry groups, and professional associations. The inclusion criteria focus on individuals currently employed in the sector, while those without direct work experience will be excluded. Although purposive sampling limits generalisability, the goal is to provide analytical insights and identify meaningful relationships rather than population-level predictions (Yin, 2018).




[bookmark: _Toc216457967]3.5. Model of the research
Based on the literature review on ethical leadership, work engagement, employees' well-being, and job turnover intention variables, the proposed research model is presented.[image: ]
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[bookmark: _Toc216457968]3.6. Research hypotheses
H1 There is a relationship between Ethical leadership and Employee Well-being
H2 There is a relationship between Ethical leadership and work engagement
H3 There is a relationship between Employee Well-being and Job Turnover Intention
H4 There is a relationship between work engagement and Job Turnover Intention
H5 There is a relationship between Ethical Leadership and Job Turnover Intention
H6 Employee Well-being has a mediating role between ethical leadership and job turnover intention
H7 work engagement has a mediating role between Ethical leadership and job turnover intention.
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Quantitative data will be analysed using SPSS software. SPSS will facilitate descriptive and inferential statistical analysis. 
The analysis will proceed in several stages. Descriptive statistics, including a table of respondent demographics and an overview of the four main constructs: ethical leadership, employee well-being, work engagement, and job turnover intention. This is followed by reliability analysis, correlations, group comparison tests (ANOVA and chi-square), and regression analysis. The discussion sections draw on the principles of Describe – Analyse – Synthesise, linking empirical findings back to the research questions and relevant literature.
Reliability of the measurement model will be assessed using Cronbach’s alpha, with values of 0.70 or above considered acceptable (Field, 2018). Construct validity will be verified through composite reliability (CR) and average variance extracted (AVE). Factor loadings will be examined to confirm that all items significantly contribute to their constructs. Discriminant validity will be assessed using the Fornell–Larcker criterion. Missing data will be handled through mean substitution where appropriate, and outliers will be examined using Mahalanobis distance tests.
[bookmark: _Toc216457970]3.8. Reliability and Validity
Ensuring the reliability and validity of findings is critical to the credibility of this study. Reliability will be established through internal consistency testing using Cronbach’s alpha, CR, and AVE. Validity will be strengthened through the use of previously validated measurement instruments and by conducting a pilot study to refine survey items. Statistical assumptions (normality, linearity, and multicollinearity) will be tested to ensure robustness. The use of established scales and statistical modelling enhances the objectivity, reliability, and replicability of the research findings (Saunders et al., 2019).

[bookmark: _Toc216457971]3.9. Limitations of the Research
Despite careful design, certain limitations are acknowledged. First, the use of purposive sampling restricts generalisability to the broader hospitality population. The findings are intended to provide analytical insights rather than statistical representation (Saunders et al., 2019). Second, self-reported data may introduce social desirability or common method bias (Podsakoff et al., 2003). To mitigate this, anonymity and confidentiality assurances will be emphasised. 
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The research process will follow a structured schedule to ensure timely completion:
	Stage
	Activity
	Timeline

	1
	Finalising the literature review and conceptual framework
	October 2025 (Weeks 1–3)

	2
	Designing and piloting a questionnaire
	October 2025 (Weeks 3–4)

	3
	Quantitative data collection (online survey)
	November 2025 (Weeks 1–3)

	4
	Quantitative data analysis (SPSS)
	November 2025 (Week 4)

	5
	Integration of findings and writing the discussion
	December 2025 (Weeks 1–3)

	6
	Final proofreading and submission
	By December 12, 2025



[bookmark: _Toc216457973]3.11. Research Ethics
This study will fully comply with the ethical guidelines of the University of Wales Trinity Saint David and the principles of the UK Data Protection Act (2018) and General Data Protection Regulation (GDPR). Participants will receive detailed information sheets outlining the study’s objectives, procedures, and their rights. Informed consent will be obtained before participation in the survey.
Participants will have the right to withdraw at any stage without penalty, and all data will be anonymised to prevent identification. Survey responses will be stored in password-protected files accessible only to the researcher. Data will be destroyed securely after the completion of the study. Ethical approval will be sought from the university’s Research Ethics Committee before data collection. Ethical adherence ensures participant safety, confidentiality, and the integrity of the research process (UK Data Service, n.d.).










[bookmark: _Toc216457974]CHAPTER FOUR
[bookmark: _Toc216457975]DATA ANALYSIS, FINDINGS, AND DISCUSSION


[bookmark: _Toc216457976]4.1. Introduction

This chapter presents the analysis of the quantitative data collected from employees working in hospitality organisations in the UK and Turkey. The findings and discussion are combined in line with the programme guidance to support a more integrated interpretation of the results. The chapter starts with descriptive data, including a table of respondent demographics and a summary of the four primary constructs: ethical leadership, employee well-being, work engagement, and job turnover intention. This is followed by reliability analysis, correlation assessments, group comparison tests (ANOVA and chi-square), and regression analysis. 
[bookmark: _Toc216457977]4.2. Descriptive Statistical Information
A short demographic poll was used to get demographic information from the people who took part in the study. This information was then used to make summary numbers. In the UK and Turkey, about the same number of men and women work in catering: women make up 52.3% (57 people), and men make up 40.4% (44 people).  Six more people, or 5.5%, choose not to say what gender they are. Most of the people there are young to middle-aged adults. Twenty-two percent (24 people) are between the ages of 18 and 24, twenty-one percent (23 people) are between the ages of 25 and 34, and thirty-two percent (34 people) are between the ages of 35 and 44. 19.3% of workers are between the ages of 45 and 54 (21 people), and 4.6% are over 55 (5 people).
    There are a lot of different types of people working in different business environments. Most of the people who answered (40.4%, n = 44) work in hotels. Next come restaurants (21.1%, n = 23), then tourist service providers (13.8%), and finally bars (12.8%, n = 14). Only 11 people, or 10.1%, said they worked for another hotel company. 32 people have worked in the hotel business for one to three years, 27 people who have worked there for less than one year, 24 people who have worked there for four to seven years, and 23 people who have worked there for more than eight years.
    People with different jobs and positions participated in this thesis study, which shows how flexible and hard the hospitality business is. People with more than 70 different job titles took part in the research, but the ones that kept coming up were baristas, waitstaff, receptionists, and front desk workers. This includes both field workers and top leaders, which helps learn more about how employees feel about working in the area as a whole.
      There is a lot of information in this review about the demographics and work experiences of hotel workers in the UK and Turkey. The main focus is on the most important business trends and traits. There are a good number of men and women working, as well as young and middle-aged people, and people from a range of job backgrounds. The fact that there are more front-line workers than employers shows how the hotel business works.  The group has people with different amounts of work experience
[bookmark: _Toc216457978]4.3. Demographic Profile of Respondents
Descriptive statistics for the demographic characteristics were presented earlier in Table 1 (gender, age group, work experience, and type of organisation). In summary, the sample (N = 109) is slightly female-dominated, predominantly young to middle-aged, with a mixture of early-career and more experienced employees, and with hotels as the most common type of organisation.
[bookmark: _Toc216455471]Table 1. Demographic Characteristics of Respondents (N = 109)
	Variable
	Category
	Frequency (n)
	Percentage (%)

	Gender
	Female
	57
	52.3%

	
	Male
	44
	40.4%

	
	Prefer not to say
	6
	5.5%

	Age Group
	18–24
	24
	22.0%

	
	25–34
	23
	21.1%

	
	35–44
	34
	31.2%

	
	45–54
	21
	19.3%

	
	55+
	5
	4.6%

	Work Experience
	Less than 1 year
	27
	24.8%

	
	1–3 years
	32
	29.4%

	
	4–7 years
	24
	22.0%

	
	8+ years
	23
	21.1%

	Type of Organisation
	Hotel
	44
	40.4%

	
	Restaurant
	23
	21.1%

	
	Tourism Service
	15
	13.8%

	
	Bar
	14
	12.8%

	
	Others
	11
	10.1%



[bookmark: _Toc216457979]4.4. Descriptive Statistics for Main Constructs
The sum of the numbers for each concept was found by averaging the items on the right Likert scale.  Ethical Leadership (EL) asked employees to rate how fair, trustworthy, and ethical their boss was, as well as how often decisions were made at work about things like pay, hours, and plans.  The Employee Well-Being (WB) measure showed how happy, calm, busy, and motivated workers were. It also showed whether their job was good for their health.   Work Engagement (WE) measured how interested, happy, motivated, excited, and excited people were in their daily jobs.  Job Turnover Intention (TI) asked employees what they hoped to leave the company, how they planned to look for other work, and when they planned to leave.
  For Ethical Leadership, 52.3% of those who answered said their opinions were above the middle of the scale. This means they thought their bosses were fair, trustworthy, and ethical most of the time.  About 30.2% were in the middle, and the last 17.4% said they didn't expect as much from responsible leadership.
  In the same way, 58.7% of workers who were rated as "well-being" said they were "above the middle."  This means that most of the workers were mentally healthy, such as being relaxed, busy, or motivated. Not as happy were 25.3% of those who answered, while 16.0% said they were less happy.
      Work Engagement got the highest scores—64.1% of those who answered said their levels were above the middle point.  In other words, most people were excited, interested, and connected to their work.  14.7% of people said they weren't engaged at all, and 21.1% said they were engaged quite a bit.
  This was not the case with Job Turnover Intention, which was more spread out.  51.4% of those polled said they had little to no plans to leave, while 48.6% said they wanted to leave but weren't sure how strong their desire was.  The fact that such a large number of workers are considering quitting shows how bad the hotel industry's human resource problem really is.
  It looks like most workers are pleased with their employer, health, and job, but nearly half are still considering leaving.  Because of this, we want to know what structure, management, or industry-level issues are causing so many people to quit their jobs.
  The average score for respondents was 3.45 for responsible leadership, 3.68 for well-being, and 3.88 for work engagement.   There was a smaller mean for turnover intention (M = 2.76 vs. SD = 1.29) compared to the other categories. This means that workers' wants to leave varies a lot.  This difference is very important in the hotel business, where people leave a lot, and it's important to know why.
[bookmark: _Toc216455472]Table 2. descriptive statistics for the four constructs.
	Construct
	Mean
	SD
	Min
	Max

	Ethical Leadership
	3.45
	0.89
	1.55
	4.91

	Employee Well-Being
	3.68
	1.00
	1.50
	5.00

	Work Engagement
	3.88
	0.89
	1.88
	5.00

	Job Turnover Intention
	2.76
	1.29
	1.00
	5.00



 A lot of the people who answered said they liked their work and had no plans to quit.  Even though they did not really want to leave, the fact that there was a big difference (SD = 1.29) shows that workers do want to leave.
    Based on the high results for responsible leadership, well-being, and engagement, it looks like a lot of people have bosses who care about them and want to help them.    But the low average loss and wide range of losses show that some workers are very loyal to their business, and others are planning to leave.
    People are less likely to want to leave their jobs where there is more responsible leadership, well-being, and engagement. This could be a link between these big trends.   After this part, we'll test this idea in more depth.
[bookmark: _Toc216457980]4.5. Descriptive Frequencies for Turnover Intention

A clear question that was asked more about turnover intention was "How strong is your intention to leave your current organisation?"  That's a difference of 51.4% between those who said they had weak or very weak plans to leave and those who said they had moderate, strong, or very strong plans to leave. The almost even split shows that this field has a hard time keeping workers. It also shows how important it is to look at things like health, drive, and hiring to figure out why some workers quit more often than others.
The fact that a lot of people want to leave shows that the workforce isn't very united. This is very important for HR employers who want to keep their employees. People who work for the company need to know how well-being, drive, and responsible leadership affect these goals because almost half of them say they want to quit. This makes sense based on the study's main research questions.
[bookmark: _Toc216457981]4.6. Group Comparisons
[bookmark: _Toc216457982]4.6.1. Gender and Age Differences in Turnover Intention
 A one-way ANOVA showed that men and women wanted to leave in very different ways. Only 54.4% of women said they wanted to quit their jobs, while only 42.1% of men said the same thing.  The workers had said that women were more likely than men to quit, which matched what this showed.  There were 33.3% of people who didn't want to say what gender they were who said they were going to leave too quickly. 
More women than men said they were more likely to quit among these people.
   Men and women experience different kinds of strain and pressure at work. The reason for that might be that they do not get the same help at service jobs. Younger people were more likely to say they wanted to quit their jobs. About 58.3% of workers aged 18–24 and 60.8% of workers aged 25–34 said they were thinking too strongly about quitting their jobs.  People aged 35 to 44 and 45 and up, on the other hand, said they were only 38.2% more likely to quit their jobs. The number of people who want to quit their jobs drops sharply with age. More young people want to move up in the hotel business and have better working conditions as it grows.  This goes with that style. They might have better ties to the company, jobs that are more stable, or fewer chances to work for someone else.   So, to keep younger workers, it's important to make it easy for them to see how they can grow and to have support policies that can be changed to fit the needs of different age groups.
[bookmark: _Toc216455473]Table 3. Job Turnover Intention by Gender
	Gender
	Percentage Wanting to Quit
	Interpretation

	Women
	54.4%
	Higher intention to quit compared to men

	Men
	42.1%
	Lower intention to quit compared to women

	Prefer Not to Say
	33.3%
	Moderate intention to quit


[bookmark: _Toc216455474]
Table 4. Job Turnover Intention by Age Group
	Age Group
	Percentage Wanting to Quit
	Interpretation

	18–24
	58.3%
	Very high intention to quit

	25–34
	60.8%
	Very high intention to quit

	35–44
	38.2%
	Moderate intention to quit

	45 and above
	38.2%
	Lower intention to quit



[bookmark: _Toc216457983]4.7. Chi-Square Tests for Categorical Turnover Intention 
Chi-square tests examining the categorical turnover-intention item across gender, age, experience, and organisational type did not reveal statistically significant differences. However, descriptive percentages still offer insight.
Across work experience, employees with less than one year of experience had the highest proportion of strong turnover intention (55.6%), compared with 48.4% for those with 1–3 years, 45.8% for those with 4–7 years, and 39.1% for those with 8+ years.
Across organisation type, turnover intention was strongest among employees working in bars (57.1%) and restaurants (52.2%), compared with hotels (45.5%) and tourism services (40.0%).
 Although the chi-square tests did not indicate statistically significant relationships, meaningful patterns were visible in the descriptive percentages.
 These descriptive differences suggest that job stability and perceived organisational support may vary across roles and establishments.
 The findings reinforce the need for hospitality organisations to understand contextual differences across work settings and experience levels, even when statistical significance is not achieved.
[bookmark: _Toc216455475]Table 5. Job Turnover Intention by Work Experience
	Work Experience
	Percentage with Strong Turnover Intention
	Interpretation

	Less than 1 year
	55.6%
	Highest turnover intention

	1–3 years
	48.4%
	High turnover intention

	4–7 years
	45.8%
	Moderate turnover intention

	8+ years
	39.1%
	Lowest turnover intention


[bookmark: _Toc216455476]
Table 6.Job Turnover Intention by Organisation Type
	Organisation Type
	Percentage with Strong Turnover Intention
	Interpretation

	Bars
	57.1%
	Highest turnover intention

	Restaurants
	52.2%
	High turnover intention

	Hotels
	45.5%
	Moderate turnover intention

	Tourism Services
	40.0%
	Lowest turnover intention



[bookmark: _Toc216457984]4.8. Reliability Analysis 
Cronbach’s alpha was used to assess the internal consistency of each construct. The results indicated that the Ethical Leadership scale achieved a Cronbach’s alpha of 0.903, Work Engagement recorded 0.881, Employee Well-Being reached 0.801, and Job Turnover Intention showed an alpha of 0.901.
All four constructs demonstrate strong to excellent internal consistency, with alpha values exceeding the commonly accepted threshold of 0.70. These reliability coefficients indicate that the items within each construct measure a coherent and internally consistent concept. For instance, the items assessing ethical leadership reliably capture employees’ perceptions of fairness, trust, and ethical behaviour, while the engagement and well-being scales effectively reflect the intended psychological states.
The strong reliability across all scales provides confidence that subsequent analyses are based on sound and dependable measurements, enhancing the overall validity of the findings and minimising concerns regarding measurement error.
[bookmark: _Toc216455477]Table 7. Reliability Analysis (Cronbach’s Alpha)
	Scale
	Cronbach’s Alpha
	Interpretation

	Ethical Leadership
	0.903
	Excellent reliability

	Work Engagement
	0.881
	Very good reliability

	Employee Well-Being
	0.801
	Good reliability

	Job Turnover Intention
	0.901
	Excellent reliability



[bookmark: _Toc216457985]4.9. Correlation Analysis Between Key Constructs
Pearson correlation coefficients were calculated to explore the relationships among the four main constructs. All correlations were statistically significant at p < 0.001.
· Ethical Leadership ↔ Employee Well-Being: r ≈ 0.84 (strong positive)
· Ethical Leadership ↔ Work Engagement: r ≈ 0.78 (strong positive)
· Ethical Leadership ↔ Turnover Intention: r ≈ –0.71 (strong negative)
· Employee Well-Being ↔ Work Engagement: r ≈ 0.87 (very strong positive)
· Employee Well-Being ↔ Turnover Intention: r ≈ –0.79 (strong negative)
· Work Engagement ↔ Turnover Intention: r ≈ –0.79 (strong negative)
 The results indicate strong and meaningful relationships across all constructs. Ethical leadership is positively associated with both employee well-being and work engagement, and negatively associated with turnover intention. Well-being and engagement are also strongly interrelated, and both show substantial negative correlations with turnover intention.
These findings imply that employees who perceive higher levels of ethical leadership tend to feel more supported, more positive about their well-being, and more engaged in their work. In turn, they demonstrate significantly lower intentions to leave the organisation. The strength of these correlations (|r| > .70) suggests large effect sizes, highlighting the importance of psychological and leadership-related factors in shaping employee outcomes within the hospitality sector.
 Overall, the correlation analysis supports the conceptual framework underpinning this study. Ethical leadership appears to cultivate a positive psychological climate characterised by well-being and engagement, which subsequently reduces employees’ intentions to leave. This aligns with existing theories suggesting that fair, transparent and ethical managerial behaviour promotes trust, emotional safety and meaningful engagement — all of which discourage employees from considering alternative employment.
[bookmark: _Toc216457986]4.10. Mediation Analysis Results 
To examine the mediating roles of employee well-being and work engagement in the relationship between ethical leadership and job turnover intention, mediation analyses were conducted. The results of the mediation tests are presented in Table 8.
[bookmark: _Toc216457987]4.10.1 Mediation Effect of Employee Well-Being 
The results indicated that ethical leadership had a strong positive effect on employee well-being (a = 0.808). Employee well-being, in turn, had a significant negative effect on job turnover intention (b = –0.605). The direct effect of ethical leadership on job turnover intention remained negative and substantial (c' = –0.927). The indirect effect of ethical leadership on turnover intention through employee well-being was –0.489, indicating a meaningful mediating effect.
These findings confirm that employee well-being significantly mediates the relationship between ethical leadership and job turnover intention. Therefore, H6 is supported. This result suggests that ethical leadership reduces employees’ intentions to leave partially by enhancing their psychological and emotional well-being.
[bookmark: _Toc216457988]4.10.2. Mediation Effect of Work Engagement 
The mediation analysis further showed that ethical leadership had a strong positive effect on work engagement (a = 0.750). Work engagement had a very strong negative effect on job turnover intention (b = –0.975). The direct effect of ethical leadership on turnover intention remained negative and substantial (c' = –0.927). The indirect effect of ethical leadership on turnover intention through work engagement was –0.731, indicating a powerful mediating mechanism.
These findings confirm that work engagement significantly mediates the relationship between ethical leadership and job turnover intention. Therefore, H7 is also supported. This implies that ethical leadership reduces employees’ intentions to quit largely by fostering higher levels of work engagement.
[bookmark: _Toc216457989]4.10.3. Comparative Interpretation of the Two Mediators
When comparing the two mediators, the indirect effect through work engagement (–0.731) is stronger than the indirect effect through employee well-being (–0.489). This suggests that while both mechanisms play important roles, work engagement is the stronger explanatory pathway through which ethical leadership influences job turnover intention.
[bookmark: _Toc216455478]Table 8. Mediation Analysis Results (H6 & H7)
	Hypothesis
	a (IV → Mediator)
	b (Mediator → DV)
	Direct Effect (c')
	Indirect Effect (a × b)

	H6 (Well-Being as Mediator)
	0.808
	-0.605
	-0.927
	-0.489

	H7 (Work Engagement as Mediator)
	0.750
	-0.975
	-0.927
	-0.731



[bookmark: _Toc216457990]4.11. Regression Analysis: Predicting Turnover Intention
A multiple regression analysis was conducted to determine the influence of ethical leadership, employee well-being, and work engagement on turnover intention. Together, the three predictors explained approximately 67% of the variance in turnover intention (R² ≈ 0.67).
Standardised beta coefficients were as follows:
· Ethical Leadership → Turnover Intention: β ≈ –0.10
· Employee Well-Being → Turnover Intention: β ≈ –0.36
· Work Engagement → Turnover Intention: β ≈ –0.40
 The regression model demonstrates a strong overall ability to predict turnover intention. All three predictors were negatively associated with turnover intention, meaning that higher ethical leadership, well-being, and engagement were linked to lower intentions to leave. Work engagement and well-being had the strongest unique effects.
 The comparatively smaller beta coefficient for ethical leadership suggests that its influence on turnover intention may be largely indirect. That is, ethical leadership may improve well-being and engagement, which then directly reduces turnover intention. This aligns with theoretical models proposing that leadership affects turnover through psychological mediators.
 These results point to a meaningful pathway within hospitality organisations: ethical leadership fosters positive psychological states, which subsequently reduce employee turnover intention. This insight is valuable for managers seeking to enhance retention, suggesting that investment in leadership development, alongside initiatives to strengthen well-being and engagement, can be particularly effective.
[bookmark: _Toc216457991]4.12. Overall Discussion 
 Overall, the findings indicate that the sample reports reasonably high levels of ethical leadership, well-being, and engagement, yet a considerable proportion of employees still express moderate to strong intentions to leave their organisation. The constructs are strongly interrelated, with ethical leadership showing positive associations with well-being and engagement, and all three showing strong negative relationships with turnover intention.
 The statistical results demonstrate that employees who perceive their leaders as ethical are more likely to feel psychologically well and engaged. In turn, these states substantially reduce their intention to leave. While demographic differences existed — notably among younger employees and women — the psychological constructs accounted for a far greater share of the variance in turnover intention. The regression analysis reinforced this by showing that well-being and engagement are the strongest predictors of turnover intention, with ethical leadership exerting more indirect influence.
 Conceptually, the findings support a model where ethical leadership plays a foundational role in cultivating a positive work environment. Practically, this means that hospitality organisations may benefit from focusing on leadership behaviours that foster fairness, trust and transparency. At the same time, initiatives designed to strengthen employee well-being and engagement — such as supportive scheduling, recognition, autonomy and pathways for development — are likely to have a meaningful impact on reducing turnover intentions. This combination of conceptual and applied insights sets a strong foundation for the next chapter, which discusses conclusions, implications, and recommendations for both theory and practice.

[bookmark: _Toc216457992]CHAPTER FIVE
[bookmark: _Toc216457993]RECOMMENDATIONS AND CONCLUSIONS

[bookmark: _Toc216457994]4.1. Introduction
This chapter summarises the main findings of the study, draws conclusions based on the research aims and hypotheses, and outlines the theoretical and practical implications. It also identifies limitations of the research and offers recommendations for future studies. The chapter brings together the insights presented in the analysis and discussion, translating them into meaningful guidance for both academic scholarship and managerial practice within the hospitality sector in the UK and Turkey.
[bookmark: _Toc216457995]4.2. Summary of Key Findings
The purpose of this study was to investigate the influence of ethical leadership on employee well-being, work engagement, and turnover intention within hospitality organisations. Using data from 109 employees, the study explored both direct and indirect relationships among these constructs.
The findings demonstrated several clear patterns. The findings of this study demonstrate that ethical leadership is strongly associated with both employee well-being and work engagement. Employees who perceive their leaders as ethical—characterised by fairness, supportiveness, transparency, and trustworthiness—tend to report more positive psychological states as well as higher levels of enthusiasm, pride, and involvement in their work. In addition, ethical leadership shows a significant negative relationship with turnover intention, indicating that the more ethical leadership is perceived to be, the lower employees’ intentions to leave the organisation. The results further reveal that employee well-being and work engagement are themselves powerful predictors of turnover intention, as both variables exhibit strong negative correlations with employees’ desire to seek alternative employment. Regression analysis confirms that well-being and engagement exert the strongest unique effects on turnover intention, while ethical leadership continues to play an important, though partly indirect, role through its influence on these psychological variables. With regard to demographic factors, only limited differences were observed; although younger employees and women reported higher turnover intentions, demographic variables did not significantly predict turnover intention when analysed categorically. Overall, these findings support the theoretical foundations of the study by confirming that ethical leadership plays a critical role in shaping positive employee experiences, which in turn are central to understanding employees’ decisions to stay with or leave an organisation.
[bookmark: _Toc216457996]4.3. Conclusions
Based on the findings of this study, several important conclusions can be drawn. First, ethical leadership emerges as a foundational mechanism shaping key employee outcomes. The results consistently support the view that when leaders demonstrate fairness, engage in open communication, and make ethically responsible decisions, employees are more likely to feel valued and supported. These positive perceptions of leadership not only enhance employee well-being but also strengthen work engagement and reduce employees’ intention to leave the organisation. Second, employee well-being and work engagement are confirmed as critical determinants of turnover intention. The strong relationships observed between these variables indicate that employees’ psychological states play a central role in retention. Employees who feel calm, cheerful, energetic, supported, and who find their work meaningful and engaging, exhibit substantially lower intentions to seek alternative employment. Third, although ethical leadership directly influences turnover intention, its strongest impact appears to operate indirectly through improvements in well-being and engagement. This finding supports theoretical models of ethical leadership, suggesting that its effectiveness in promoting employee retention is largely driven by its influence on employees’ psychological experiences. Finally, demographic factors were found to have a secondary role in explaining turnover intention. While certain groups, such as younger employees and women, reported higher levels of turnover intention, these effects were relatively modest compared to the influence of leadership and psychological factors. This suggests that initiatives aimed at improving leadership quality and enhancing employee well-being and engagement may be more effective for reducing turnover than demographic-targeted interventions alone.
[bookmark: _Toc216457997]4.3.1. Implications for Theory
This study contributes to the literature by strengthening ethical leadership theory within hospitality contexts, a sector widely characterised by high turnover, challenging working conditions, and diverse employee groups. The findings provide empirical support for the role of ethical leadership in shaping positive employee experiences and extend existing research by offering evidence from two cultural settings, namely the UK and Turkey. In addition, the results highlight the important mediating role of psychological mechanisms, supporting theoretical models that identify employee well-being and work engagement as key pathways through which leadership influences attitudes and behaviour. This advances academic understanding of how ethical leadership contributes to reducing turnover intention through its impact on employees’ psychological states. Furthermore, the inclusion of participants from both the UK and Turkey offers preliminary evidence of the cross-cultural relevance of ethical leadership, suggesting that its positive effects may operate in a broadly similar manner across different socio-cultural employment environments. While this supports the potential generalisability of ethical leadership theory, it also highlights opportunities for future research to explore these dynamics in greater cross-cultural depth.
[bookmark: _Toc216457998]4.3.2. Implications for Practice
 The findings of this study suggest that leadership development within the UK hospitality sector should place a strong emphasis on ethical competencies. Given the people-intensive nature of hospitality work, organisations should invest in developing leaders who consistently demonstrate fairness, transparency, respect, and sound ethical judgement. Leadership development programmes in the UK could incorporate structured training in ethical decision-making, inclusive communication, conflict management, and fair rota and workload allocation, particularly in light of ongoing challenges around unsocial working hours, zero-hour contracts, and staffing shortages. Embedding ethical leadership into supervisory and management training can strengthen trust, improve employee morale, and support long-term retention.
The strong relationship between employee well-being and turnover intention also highlights the importance of well-being as a core retention strategy in the UK hospitality industry. Employers should strengthen well-being initiatives through practices such as flexible scheduling, fair shift distribution, and greater consideration of work–life balance, especially for staff working split shifts, evenings, and weekends. Increased access to mental health support, employee assistance programmes, and stress management resources is particularly relevant in the post-pandemic hospitality environment, where emotional exhaustion and burnout remain prevalent. Recognition and appreciation schemes, whether financial or symbolic, can further enhance employees’ sense of value and organisational support.
Enhancing work engagement through meaningful job design is another important practical implication. UK hospitality managers should focus on setting clear performance expectations, providing employees with a degree of autonomy in task execution, and offering structured opportunities for skill development and career progression. Apprenticeships, accredited training courses, and internal promotion pathways can improve both engagement and long-term commitment. Encouraging employee voice through regular feedback, team briefings, and participative decision-making can also foster a stronger sense of involvement and psychological ownership. Celebrating individual and team achievements through awards, public recognition, or performance-based incentives may further strengthen engagement levels.
Finally, the findings indicate that younger employees and women tend to report higher levels of turnover intention. Given that these groups represent a substantial proportion of the UK hospitality workforce, organisations may benefit from implementing more targeted support strategies. For younger employees, this may include clearer career development pathways, mentoring schemes, and progression opportunities to address perceptions of limited long-term prospects in the industry. For female employees, more supportive work–life balance policies, predictable scheduling, childcare-friendly shift patterns, and protections around flexible working arrangements may help to reduce turnover intentions. While leadership quality and psychological well-being remain the strongest drivers of retention, these demographic-sensitive interventions can further enhance organisational stability and workforce sustainability.
[bookmark: _Toc216457999]4.4. Limitations of the study
    There are some problems with this study that should be pointed out, but overall, it gives us some good information. For starters, the sample size of 109 respondents is good enough for the chosen statistical studies, but it means that the results can't be applied to a larger group of people. Second, the cross-sectional study method only looks at links at one point in time, so it can't be used to figure out what causes what between the factors. Third, all the information was gathered by having people fill out self-report surveys, which can be biassed by things like social preference and general method variation. Also, even though people from both the UK and Turkey took part and gave data, cultural differences between the two settings were not specifically looked at in depth. Lastly, this study mostly looked at leadership and psychological factors. It didn't look at other important social factors like pay, job design, or workplace culture, even though they might have an effect on the desire to leave.
[bookmark: _Toc216458000]4.5. Closing Reflection
        This study demonstrates that ethical leadership plays a vital role in shaping positive employee experiences and reducing turnover intentions within the hospitality sector. By fostering well-being and engagement—and embedding fairness, transparency and ethical conduct into managerial behaviour—organisations can create environments where employees feel valued, supported and motivated to stay. The findings underscore the importance of investing in ethical leadership development and strengthening psychological support systems, both of which have the potential to reduce turnover and enhance organisational performance in a sector where retention remains a critical challenge.
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[bookmark: _Toc216458002]APPENDICES
Ethical Leadership


My manager listens to what employees have to say.  *

Mark only one oval.

1	2	3	4	5

Stro	Strongly Agreengly
Disa
gree

	How often does your manager genuinely consider employee feedback when making decisions?
Mark only one oval.

[image: ] Always [image: ] Often
[image: ] Sometimes [image: ] Rarely [image: ] Never



My manager makes fair and balanced decisions.

Mark only one oval.

1	2	3	4	5

Stro	Strongly Agreengly
Disa
gree





My manager can be trusted. *

Mark only one oval.

1	2	3	4	5

Stro	Strongly Agreengly
Disa
gree





How much do you trust your manager to act in employees’ best interests?

Mark only one oval.

[image: ] Always [image: ] Often
[image: ] Sometimes [image: ] Rarely [image: ] Never

My manager discusses business ethics or values with employees.

Mark only one oval.

1	2	3	4	5

Stro	Strongly Agreengly
Disa
gree





“My manager provides the work rota/shifts with sufficient notice, allowing	*
employees to plan their time effectively.”

Mark only one oval.

1	2	3	4	5

Stro	Strongly Agreengly
Disa
gree





How much advance notice do you usually receive for your work rota or shifts?

Mark only one oval.

[image: ] More than two weeks in advance [image: ] About one week in advance [image: ] A few days in advance
[image: ] One day in advance [image: ] On the same day



“My manager ensures that the number of hours I work is fair and	*
reasonable.”

Mark only one oval.

1	2	3	4	5

Stro	Strongly Agreengly
Disa
gree


How satisfied are you with the fairness of your working hours?

Mark only one oval.

[image: ] Very Satisfied [image: ] Satisfied [image: ] Neutral
[image: ] Dissatisfied [image: ] Very Dissatisfied



	“I believe my manager supports fair pay practices, including compliance with the National Living Wage.”
Mark only one oval.

1	2	3	4	5

Stro	Strongly Agreengly
Disa
gree



Employee Well-Being


I feel cheerful and in good spirits at work.

Mark only one oval.

1	2	3	4	5

Stro	Strongly Agreengly
Disa
gree





I feel calm and relaxed during my working hours. *

Mark only one oval.

1	2	3	4	5

Stro	Strongly Agreengly
Disa
gree


1. How often do you feel calm and relaxed while working?

Mark only one oval.

[image: ] Always [image: ] Often
[image: ] Sometimes [image: ] Rarely [image: ] Never



2. I feel active and energetic in my role.

Mark only one oval.

1	2	3	4	5

Stro	Strongly Agreengly
Disa
gree





3. I feel interested and engaged in my daily work. *

Mark only one oval.

1	2	3	4	5

Stro	Strongly Agreengly
Disa
gree





4. How often do you feel fully engaged and interested in your work?

Mark only one oval.

[image: ] Always [image: ] Often
[image: ] Sometimes [image: ] Rarely [image: ] Never

5. I feel that my job contributes positively to my overall well-being. *

Mark only one oval.

1	2	3	4	5

Stro	Strongly Agreengly
Disa
gree





6. How much do you agree that your job supports your overall well-being?

Mark only one oval.

[image: ] Completely Agree [image: ] Mostly Agree [image: ] Neutral
[image: ] Disagree
[image: ] Strongly Disagree


Work Engagement


7. I am enthusiastic about my job.

Mark only one oval.

1	2	3	4	5er

Nev
Always




8. I feel proud of the work that I do.

Mark only one oval.

1	2	3	4	5er

Nev
Always


9. I am resilient in facing challenges at work.

Mark only one oval.

1	2	3	4	5er

Nev
Always




10. Time flies when I am working.

Mark only one oval.

1	2	3	4	5er

Nev
Always




11. I am inspired by my work.

Mark only one oval.

1	2	3	4	5er

Nev
Always




12. I feel happy when I am working intensely.

Mark only one oval.

1	2	3	4	5er

Nev
Always



Turnover Intention

13. I often think about quitting my job.

Mark only one oval.

1	2	3	4	5

Stro	Strongly Agreengly
Disa
gree





14. I will probably look for a new job in the next year. *

Mark only one oval.

1	2	3	4	5

Stro	Strongly Agreengly
Disa
gree





15. How likely are you to search for a new job within the next year?

Mark only one oval.

[image: ] Very Likely [image: ] Likely [image: ] Neutral [image: ] Unlikely
[image: ] Very Unlikely



16. I intend to leave this organisation as soon as I find a better job. *

Mark only one oval.

1	2	3	4	5

Stro	Strongly Agreengly
Disa
gree


17. How strong is your intention to leave your current organisation?

Mark only one oval.

[image: ] Very Strong [image: ] Strong [image: ] Moderate [image: ] Weak
[image: ] Very Weak


18. Please share any additional thoughts on how leadership and management style affect your motivation and experience at work.









APPLICATION FOR ETHICAL APPROVAL – INTRODUCTORY NOTES

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

The University follows the OECD Frascati manual definition of research activity: 
“[C]reative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. 
As such this covers activities undertaken by:
· Members of staff (academic staff or support staff);
· Individuals holding honorary title from the University;
· Postgraduate research students;
In all of these cases ethical review is required regardless of discipline.

The individual undertaking the research activity is known as the lead researcher.

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

For most projects you will only need to complete sections in the main part of the form. A few projects will need more detailed ethical consideration and will need you to fill in sections in an appendix. At some points in this form you will be asked questions about your research in the following way:

	1
	Does your research involve <<something specific>>?
	YES
	Click to continue to appendix <<N>>
	NO
	Continue to the next section

	2
	Have you completed appendix <<N>>? 
	YES
	☐
	NO
	☐



Clicking in the appropriate box will take you to the appropriate location in the text. At the end of each appendix is a box. Clicking on this will return you to the question that originally took you to the appendix.

	
	
	
	
	


	Return to the main form



NB These clickable links will only work if you are editing the document in the desktop version of Word, not the browser version. Please download and save the form before editing it.

Guidance notes are provided as comments or as text IN GREEN throughout this form. Please ensure that the comments are removed and that the green text is replaced by your own text or removed as appropriate BEFORE submitting this form.

Please ensure that you have read the UWTSD Research Ethics and Integrity Policy and the UWTSD Research Data Management Policy BEFORE submitting this form.




APPLICATION FOR ETHICAL APPROVAL
SECTION A: About You (Lead Researcher)
	1
	Full Name:
	Sara Zahedi

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

	
	Undergraduate Student
	☐	Taught Postgraduate Student
	☒	Postgraduate Research Student
	☐
	3
	Institute/Academic Discipline/Centre:
	
University of Wales Trinity Saint David

	4
	Campus:
	
Swansea

	5
	E-mail address:
	
2413741@student.uwtsd.ac.uk

	6
	Contact Telephone Number:
	
07557 899 597

	7
	Project Title
	
The Impact of Ethical Leadership on Employee Well-Being, Work Engagement, and Turnover Intention

	8
	Proposed Start Date
	
28.07.2025
	Proposed End Date
	
12.12.2025

	For students:

	9
	Student Number:
	2413741

	10
	Programme of Study:
	MBA

	11
	Director of Studies/Supervisor:
	Rebecca Francies Davies



SECTION B: Grant or Contract Funding 
	1
	Has your research been awarded, applied for, or intend to apply for external funding?
	YES
	Click to continue to Appendix 1
	NO
	Continue to the next section

	2
	Have you completed Appendix 1? 
	YES
	☐
	NO
	☐



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

	1
	UWTSD Research Ethics & Integrity Policy
	☒
	2
	UWTSD Research Data Management Policy
	☒

	3
	UWTSD Open Access Publications Policy
	☒

	4
	UWTSD Export Control Policy 
Required if Appendix 8 is completed
	☒
	5
	UWTSD Trusted Research and Innovation Policy 
Required if research is taking place outside the UK
	☒

	6
	[List any other relevant documents here]
	☐




[bookmark: SEC_D]SECTION D: External Collaborative Research Activity 
	1
	Does your research involve collaborating with partners at another institution or organisation?
	YES
	Click to continue to appendix 2
	NO
	Continue to the next section

	2
	Have you completed Appendix 2? 
	YES
	☐
	NO
	☐



[bookmark: SEC_E]SECTION E: Details of Research Activity
	Aims, Vision, and Approach of the Research (maximum 200 words per section)
Please outline what you are hoping to achieve with your proposed work and how you will deliver it?

	1
	Research aims and objectives

	Briefly state your research: 
· Aims (what the research is trying to achieve or advance)
· Objectives (action or tasks required to do this)


The purpose of this research is to investigate the impact of ethical leadership on employee well-being, work engagement, and turnover intention in the hospitality industry. The hospitality sector often faces high employee turnover and workplace stress, which can negatively affect service quality and business performance. By examining the role of ethical leadership—leaders who act with fairness, honesty, and integrity—this study aims to understand how such leadership can create a more positive and sustainable work environment for employees.



Objectives
1. To examine the relationship between ethical leadership and employee well-being in the hospitality sector.
2. To analyse how ethical leadership affects employee engagement levels.
3. To explore the influence of ethical leadership on employees’ intention to leave their jobs.
4. To identify practical leadership strategies that can promote ethical practices and reduce turnover in hospitality organisations.
5. To provide recommendations for managers and HR professionals to foster an ethical organisational culture that enhances employee outcomes.


(this box should expand as you type) 

	2
	Vision

	Explain how your research:
· Is of importance within or beyond your area of research 
· Has the potential to advance current understanding, generate new knowledge, thinking, or discovery within or beyond the field or area
· Is timely given current trends, context, and needs
· Has the potential to generate impact in society, the economy, or the environment


This research is of great importance both within the field of leadership and organisational behaviour and beyond, as it explores the ethical dimensions of leadership that directly affect employees’ psychological and professional well-being. In the hospitality industry—where high employee turnover and job stress are ongoing challenges—understanding how ethical leadership can mitigate these issues is particularly valuable.

The study has the potential to advance current understanding by integrating ethical leadership theory with employee well-being, engagement, and turnover intention, providing empirical evidence from the hospitality context. It contributes new knowledge by highlighting ethical leadership as a strategic factor in promoting employee commitment and sustainable workforce practices. This area remains underexplored compared to transformational or authentic leadership.

The research is timely given the post-pandemic emphasis on employee mental health, retention, and ethical management. As organisations increasingly focus on sustainability, fairness, and social responsibility, examining ethical leadership aligns with both academic and industry priorities. The hospitality sector, facing labour shortages and reputational pressures, urgently needs leadership approaches that foster trust and long-term staff engagement.

Finally, the study has the potential to generate real-world impact by guiding managers and HR professionals to implement ethical leadership practices that improve employee satisfaction, reduce turnover costs, and strengthen organisational resilience. Indirectly, it can enhance service quality, customer satisfaction, and the overall sustainability of the hospitality industry, contributing positively to both the economy and society.





(this box should expand as you type)

	3
	Approach

	Explain your approach and how you have designed:
· Clearly describe both the methodological framework for data collection (if applicable) and any specific analysis methods proposed, making it clear what specific techniques may be used
· Explain the reasons for their choice
· Explain how these are feasible, effective and proportionate to achieve your objectives  
· Identify any risks to delivery and how they will be managed   
· Explain how your approach will maximise translation of outputs into outcomes and impacts   


This research adopts a quantitative methodological framework to investigate the relationships between ethical leadership, employee well-being, engagement, and turnover intention. Data will be collected through a structured online questionnaire distributed to employees working in various hotels across the UK hospitality sector. The questionnaire will use validated measurement scales—such as the Ethical Leadership Scale (ELS) by Brown et al. (2005), the Utrecht Work Engagement Scale (UWES), and established measures for employee well-being and turnover intention—to ensure reliability and validity.
The collected data will be analysed using statistical techniques in SPSS. Descriptive statistics will summarise respondent demographics, while correlation analysis will explore relationships among variables. Multiple regression analysis will be employed to determine the strength and direction of ethical leadership’s influence on well-being, engagement, and turnover intention. These analytical methods are chosen for their ability to quantify relationships and provide objective evidence that directly addresses the research objectives.

The quantitative approach is feasible, effective, and proportionate to the study’s aims, as it enables the researcher to gather data from a sufficiently large and diverse sample within a limited timeframe and to generalise findings to the wider population of hospitality employees. Data collection will be managed ethically and efficiently, with informed consent and anonymity ensured to minimise participant risk and bias.

Potential risks include low response rates or incomplete data, which will be mitigated by using reminder emails, targeting multiple hotels, and ensuring that the survey is concise and user-friendly. Data quality risks will be managed through pre-testing (pilot study) to refine questionnaire items before full distribution.

This approach will maximise the translation of outputs into outcomes and impacts by generating practical recommendations for managers and HR leaders in the hospitality sector. By providing evidence-based insights, the study’s findings can inform leadership development programmes, employee well-being policies, and retention strategies, ultimately contributing to a more ethical, motivated, and sustainable workforce in the hospitality industry.




(this box should expand as you type)

	4
	Location of research activity
Identify all locations where research activity will take place.

	



(this box should expand as you type)



	5
	Will any of your research be undertaken outside of the UK?
	YES
	Click to continue to appendix 3
	NO
	Continue to the next section

	6
	Have you completed any of Appendix 3? 
	YES
	☐
	NO
	☐



[bookmark: SEC_F]SECTION F: Research Methods 
	Will the research activity include:
	YES
	NO

	[bookmark: _Hlk153204538]1
	Use of a questionnaire or similar research instrument?
	☒
	☐

	2
	Use of interviews?
	☐
	☒

	3
	Use of focus groups?
	☐
	☒

	4
	Use of participant diaries? 
	☐
	☒

	5
	Use of video or audio recording?
	☐
	☒

	6
	Use of computer-generated log files?
	☐
	☒

	7
	Participant observation with their knowledge?
	☐
	☒

	8
	Participant observation without their knowledge?
	☐
	☒

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

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

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

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

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

	15
	Working with live vertebrate animals?
	☐
	☒

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

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

	Details of any other primary data collection method:



(this box should expand as you type)
	
	



SECTION G: Research Participants 

	Research participants include people who will be taking part in your research as providers of research data (e.g., being interviewed, answering questionnaires, or doing user testing of hardware or software). This includes animal participants.

	1
	Does your research involve human or non-human participants?
	YES
	Continue this section
	NO
	Click to continue to section N




	Participant numbers and source
How will you ensure an appropriately convened sample group in order to meet the aims of the research? Give details for subgroups separately, if appropriate. How will any potential pitfalls, for example dual roles or potential for coercion, be addressed?

	1
	How many participants will be recruited, and how was the number decided upon?
	

150-200 Participants



(this box should expand as you type)

	2
	Who will the participants be?
	
Participants will be employees working in the hospitality sector, including staff from hotels, restaurants, and catering services. 


(this box should expand as you type)

	3
	How will you identify the participants?
	
Social Media Platform, email invitations, and a professional network.




(this box should expand as you type)

	4
	Will you be excluding any groups of people, and if so what is the rationale for that?
	

No
(this box should expand as you type)

	5
	Will the research involve any element of deception?  If yes, please describe why this is necessary and whether participants will be informed at the end of the study
	


No

(this box should expand as you type)

	6
	Describe whether participants will be able to withdraw from the study, and up to what point (eg, if data is to be anonymised). If withdrawal is not possible, after a certain point, explain why not. 
	

Participants will be informed that their participation in the study is voluntary and that they may withdraw at any time during data collection without providing a reason. If a participant chooses to withdraw before submitting the online questionnaire, their responses will not be recorded or included in the study.

However, once the questionnaire has been submitted and the data anonymised, it will no longer be possible to identify or remove individual responses, as no personal identifiers (such as names or contact details) will be collected or stored. Therefore, withdrawal after data anonymisation will not be feasible.

This procedure ensures both ethical integrity and data confidentiality, complying with the principles of informed consent and data protection. Participants will be clearly informed of these conditions in the participant information sheet and consent form before taking part in the study.



(this box should expand as you type)

	7
	How long will the participant have to decide whether to take part in the research?
	


Participants will be given sufficient time to consider their involvement before taking part in the study. Since the research uses an online questionnaire, they will be able to read the participant information sheet and consent form at their own pace before choosing whether to proceed. There is no time pressure to respond immediately; participants can decide to take part at any point during the data collection period, which will remain open for approximately three weeks.

This approach ensures that participation is fully informed, voluntary, and free from coercion.

(this box should expand as you type)

	8
	What arrangements have been made for participants who might have difficulties understanding verbal explanations or written information, or who have particular communication needs that should be taken into account to facilitate their involvement in the research?
	


The research uses an online questionnaire with clear, plain English and straightforward instructions to ensure accessibility for all participants. The participant information sheet and consent form are written in simple, non-technical language to avoid confusion.
If any participant has difficulty understanding the written information or requires clarification, they will be able to contact the researcher via email for further explanation or support before deciding whether to participate. Participation is entirely voluntary, and only individuals who confirm they fully understand the study’s purpose and procedures will be included.





(this box should expand as you type)





SECTION H: Research with Vulnerable People 
	1
	Are your participants classed as vulnerable people?
	YES
	Click to continue to appendix 4
	NO
	Continue to the next section

	2
	Have you completed Appendix 4? 
	YES
	☐
	NO
	☐



[bookmark: SEC_I]SECTION I: Research Involving Animals 
	1
	Are your participants non-human animals?
	YES
	Click to continue to appendix 5
	NO
	Continue to the next section

	2
	Have you completed Appendix 5? 
	YES
	☐
	NO
	☐



[bookmark: SEC_K]SECTION J: Research with the Prison Service or the Probation Service
	1
	Are your participants staff or offenders within the Prison Service or the Probation Service?
	YES
	Click to continue to Appendix 6
	NO
	Continue to the next section

	2
	Have you completed Appendix 6? 
	YES
	☐
	NO
	☐



[bookmark: SEC_J]SECTION K: Health and Social Care Research
	1
	Are your participants selected due to their health or social care needs?
	YES
	Click to continue to Appendix 7
	NO
	Continue to the next section

	2
	Have you completed Appendix 7? 
	YES
	☐
	NO
	☐



[bookmark: SEC_L]SECTION L: Types of Personal Data
	Personal Data
Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 and the Data Protection Act 2018)?
	YES
	NO

	[bookmark: _Hlk153191083]1
	Personal data means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants and transcription of such are considered to be personal data.
	☐
	☐

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

	




(this box should expand as you type)



	Special Category Data 
Does the research involve the processing of special category data (as defined by the General Data Protection Regulation 2016 and the Data Protection Act 2018)?
	YES
	NO

	[bookmark: _Hlk153206093]2
	Racial or ethnic origin
	☐
	☒

	3
	Political opinions
	☐
	☒

	4
	Religious or philosophical beliefs
	☐
	☒

	5
	Genetic, biometric, or health data
	☐
	☒

	6
	Sex life or sexual orientation
	☐
	☒

	7
	Trade union membership
	☐
	☒

	If you ticked YES to any of the questions L2-L7, provide a description of the data and explain why this special category data needs to be collected to support the research, and that it is in the public interest to do so:

	8
	





(this box should expand as you type)

	9
	Please describe how the research has been designed to gather the minimum amount of personal data necessary for the specified research purpose:

	


The research has been carefully designed to collect only the minimum amount of personal data necessary to achieve its objectives. The online questionnaire does not request any personally identifiable information such as names, email addresses, or contact details.
Demographic questions are limited to general categories (e.g., age range, gender, job position, and years of experience) purely for statistical analysis and comparison purposes. These data are collected in a way that prevents the identification of individual participants.
All responses will be stored anonymously and securely, ensuring compliance with data protection and ethical research standards.



(this box should expand as you type)

	10
	Demonstrate that the processing is not likely to cause substantial damage or distress to individuals and that their interests will be safeguarded:

	

The research involves completing an anonymous online questionnaire about workplace experiences and perceptions of leadership. The questions are non-invasive and designed to avoid any topics likely to cause distress or discomfort. Participants may skip any question they do not wish to answer and can withdraw at any time before submitting the survey.

Since no personal identifiers are collected, the processing of data will not cause any substantial damage or distress to individuals. All data will be stored securely and used solely for academic research purposes. Participant interests are safeguarded through informed consent, anonymity, and strict adherence to data protection principles.


(this box should expand as you type)

	11
	Demonstrate that the data will not be used to take any action or make decisions in relation to the individuals concerned:

	
The data collected will be used solely for academic research purposes and will not be used to take any action or make decisions about individual participants. As all responses are anonymous and contain no personally identifiable information, it is impossible to link data to specific individuals.

The analysis will focus exclusively on aggregated results and statistical patterns to explore relationships between ethical leadership, employee well-being, engagement, and turnover intention. This ensures that participants’ privacy and interests remain fully protected throughout the research process.




(this box should expand as you type)

	12
	Data should be anonymised wherever possible, either at the point of capture or once collated. If the data cannot be anonymised, and if pseudonymisation is not possible, demonstrate why that is possible.  If special category data cannot be anonymised, explicit consent to share that data must normally be obtained.

	

All data collected in this study will be anonymised at the point of capture. The online questionnaire does not request any personally identifiable information, and demographic questions (e.g., age range, gender, job position) are collected in broad categories to prevent identification of individuals.

Since no special category or sensitive data is being collected, pseudonymisation or explicit consent for sharing such data is not required. All responses will be stored securely, and only aggregated data will be analysed and reported. This ensures complete anonymity and compliance with ethical and data protection standards.



(this box should expand as you type)

	13
	If special category data cannot be anonymised, will you obtain explicit consent to share that data?
	YES
	NO
	N/A

	
	
	☒
	☐
	☐



SECTION M: Participant Information and Consent 

	Information for participants
It is normally expected that those participating in research should do so having given their informed consent. If this is not appropriate or practical, explicit justification must be provided, in line with prevailing disciplinary conventions.  Please note, however, that informed consent to participate in the research is separate from consent to process (e.g., collect, analyse, store, reuse or share) personal data, as the University’s lawful basis for processing personal data in research activities is part of its ‘public task’. 
	YES
	NO
	N/A

	[bookmark: _Hlk156475507]1
	Will you obtain written consent for participation?
	☒
	☐
	☐

	2
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☒
	☐
	☐

	3
	Will you tell participants that their participation is voluntary?
	☒
	☐
	☐

	4
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☒
	☐
	☐

	5
	If the research is observational, will you ask participants for their consent to be observed?
	☒
	☐
	☐

	6
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☒
	☐
	☐

	7
	Will participants be made aware of how you will treat any information that may reasonably be considered as confidential? 
	☒
	☐
	☐

	8
	If your research requires your participants to sign up for a service provided by an external company or organisation, will you inform them that their data may be stored and processed outside UWTSD?
	☒
	☐
	☐

	9
	Will you give participants the UWTSD Privacy Notice for Research?
	☒
	☐
	☐

	If you have answered NO to any of the questions M1-M8, please provide justification detailing why this is necessary for the research.  

	10
	



(this box should expand as you type)

	Informed consent: Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before the research begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded. 

	11
	
Potential participants will be provided with a Participant Information Sheet (PIS) before taking part in the study. The PIS will clearly explain the purpose of the research, what participation involves, the voluntary nature of participation, the right to withdraw, and how data will be used and stored.

Participants will provide full informed consent by completing an online consent form prior to accessing the questionnaire.

 The consent form will require participants to confirm that they have read and understood the information, agree to participate voluntarily, and understand their rights.
As the study uses an online questionnaire and collects only anonymous, non-sensitive data, this method ensures that consent is documented, informed, and ethically valid.



(this box should expand as you type)

	Confidentiality: Confidential information refers to information that can be related to an identifiable individual, whether living or deceased, which is not in the public domain and which is given with the expectation that it will be kept confidential.  Under Common Law when an individual entrusts a researcher or research team with confidential information, the team must handle this in line with ‘reasonable expectations’. In other words, confidential information should only normally be shared when there would be ‘no surprises’ for the individuals concerned. Where participants would not expect the researcher to be sharing their confidential information with others, researchers can manage their expectations by informing them of their intentions (e.g. in the participant information sheet or during discussions about participation) and asking them if they are happy with these plans. They should understand what is being proposed and what this might mean for them, before they decide whether the researcher can share their confidential information with others.  

	Please detail how you will treat confidential information:

	12
	

All information collected in this study will be treated as strictly confidential. As the research involves an anonymous online questionnaire, no personally identifiable information (such as names, email addresses, or contact details) will be collected, meaning that individual responses cannot be linked to participants.

Participants will be informed in the Participant Information Sheet that their responses are confidential, securely stored, and used only for research purposes. Only the researcher and supervisor will have access to the raw data. All results will be reported in aggregated form, ensuring that no individual can be identified.

This approach ensures compliance with ethical standards and common law expectations of confidentiality, providing transparency and protecting participants’ interests.


(this box should expand as you type)

	Copies of any written consent form, written information, and all other explanatory material should accompany this application. If you have included these then please list the documents included here.

	13
	Sample information sheets and consent forms are available from the University ethical review intranet page at https://intranet.uwtsd.ac.uk/research/research-integrity-and-ethics 


	14
	Consent form attached?
	YES
☐
	NO
☒
	N/A
☐



SECTION N: Research with Potential Military Application
	1
	Does your research have any potential military application?
	YES
	Click to continue to Appendix 8
	NO
	Continue to the next section

	2
	Have you completed Appendix 8? 
	YES
	☐
	NO
	☐



[bookmark: SEC_O]SECTION O: Use of Artificial Intelligence Tools
	Use of generative AI and other AI-based tools
There are a number of ethical issues relating to the use of generative AI and other AI-based tools, including data security, output bias, and output errors. In general, you should assume that any generative AI or other AI-based tool that you pay to use is more secure and accurate than one that is free to use.

Will the research use AI tools to do any of the following:
	YES
	NO
	N/A

	1
	Capture data?
	☐
	☒
	☐

	2
	Generate and/or edit text?
	☐
	☒
	☐

	3
	Generate graphics?
	☐
	☒
	☐

	4
	Generate video?
	☐
	☒
	☐

	5
	Generate sound/music?
	☐
	☒
	☐

	6
	Generate code?
	☐
	☒
	☐

	7
	Generate synthetic data?
	☐
	☒
	☐

	8
	Analyse data?
	☒
	☒
	☐

	9
	Analyse personal or sensitive data?
	☐
	☒
	☐

	10
	Classify data?
	☐
	☒
	☐

	11
	Do you intend to use the free version of any AI tools?
	☐
	☐
	☐

	If you have answered YES to any of the questions O1-O11, please provide justification detailing why this is necessary for the research.  

	12
	



(this box should expand as you type)




Section P: Research Data Management Plan

	1
	Data Summary

	· Briefly introduce the types of data the research will create or access.


The research will generate primary quantitative data collected through an online questionnaire completed by employees in the hospitality industry. The data will include:

· Demographic information: age range, gender, job position, and years of experience (in broad categories).

· Perceptions of leadership: responses measuring ethical leadership using validated scales.


· Employee outcomes: responses on well-being, engagement, and turnover intention, also using validated scales.
All data will be anonymous, non-identifiable, and collected solely for research purposes, with analysis focusing on aggregated trends and statistical relationships.


	2
	Responsibilities

	· Who will be responsible for data management? 
· Outline responsibilities for data management within research teams at all partner institutions

The principal researcher (Sara Zahedi) will be responsible for the overall management of the research data. This includes ensuring that data are collected, stored, processed, and analysed securely and ethically, in line with university and legal requirements (e.g., GDPR).


As this is an individual research project, there are no additional research team members at partner institutions involved. All responsibilities, including data anonymisation, secure storage, and reporting of aggregated results, will be managed solely by the principal researcher. Regular backups will be maintained on secure, password-protected devices to prevent data loss.

This arrangement ensures clear accountability and compliance with ethical and data protection standards.



	3
	Assessment of existing data

	· Provide an explanation of the existing data sources that will be used by the research project (if applicable). 
· Provide an analysis of the gaps identified between the currently available and required data for the research.


This research will primarily collect new, primary data through an online questionnaire and will not rely on existing individual-level datasets. However, the study will draw on existing academic literature, industry reports, and published statistics on ethical leadership, employee well-being, engagement, and turnover in the hospitality sector to inform the research framework and questionnaire design.


A gap exists between the currently available secondary data and the data required for this study: most existing research is either non-UK-based or focuses on general leadership styles rather than ethical leadership in the hospitality context. Moreover, existing datasets often lack direct measures linking ethical leadership with employee well-being, engagement, and turnover intention simultaneously. Collecting primary data via the questionnaire will address these gaps and provide context-specific, empirical evidence for the study.


	4
	Management and curation of data

	· Outline your plans for preparing, organising, and documenting data.

All data collected through the online questionnaire will be downloaded and stored securely on a password-protected computer accessible only to the researcher. Responses will be checked for completeness and consistency, and any incomplete entries will be removed from the dataset before analysis.

Data will be organised systematically in SPSS, with separate files for raw data and analysed data to maintain integrity. Each variable will be clearly labelled and coded, and a data dictionary will be maintained to document variable names, descriptions, measurement scales, and coding schemes.

All steps of data handling, including data cleaning, processing, and analysis, will be fully documented to ensure transparency, reproducibility, and compliance with ethical standards. Once the research is complete, data will be archived securely or deleted according to university guidelines.




	5
	Quality assurance of data

	· Describe the procedures for quality assurance that will be carried out on the data collected at the time of data collection, data entry, digitisation, and data checking.


To ensure the accuracy and reliability of the data:
1. At the time of data collection: The online questionnaire will be pilot-tested with a small group of participants to identify and correct any ambiguous or misleading questions. Automated checks in the survey (e.g., required fields, logical skips) will reduce missing or inconsistent responses.
2. Data entry and digitisation: Since responses are collected digitally, manual data entry errors are minimised. Data will be exported directly from the survey platform into SPSS for analysis.
3. Data checking: The dataset will be reviewed for incomplete, inconsistent, or outlier responses, and any errors will be documented and addressed systematically. Cross-checks will ensure that the coding of variables aligns with the data dictionary.


	6
	Short-term data storage

	· How will the data be stored in the short term during the research? 
· Describe the data access, security, and backup procedures you will adopt to ensure the data and metadata are securely stored during the lifetime of the project.


Data will be stored securely on a password-protected computer accessible only to the researcher. Files will be encrypted, and backups will be made on a secure external drive or university-approved cloud storage. Access is restricted to the principal researcher, ensuring confidentiality. Security measures include strong passwords and antivirus protection. These procedures ensure that the data remain confidential, secure, and protected against loss throughout the research.

	7
	Long-term data storage and preservation 

	· Which data are of long-term value and should be retained, shared, and/or preserved?
· How will the data be stored in the long term?
· Are the plans for preparing and documenting data for sharing and archiving with an external data repository (e.g., the UK Data Service) or the UWTSD data repository? 
· How long will it be stored for and why?


 Only fully anonymised and aggregated research data—including coded responses, statistical analyses, and metadata—will be retained, as these provide lasting value for verification, future research, or publication purposes. No personally identifiable information will be retained.

The anonymised dataset and associated documentation will be stored securely on UWTSD-approved encrypted storage or secure cloud repository. Access will be limited to the researcher and supervisory team.

Data will be documented with a data dictionary, coding schemes, and metadata to ensure it can be shared responsibly with an external data repository (e.g., UWTSD repository) if required, while maintaining anonymity.
The data will be stored for at least 5 years after completion of the research, in line with university policies and academic best practice, to allow for future verification, replication, or follow-up studies.



	8
	Documentation and metadata

	· What documentation and metadata will accompany the data?
· How will the data be documented during research to provide high quality contextual information and/or structured metadata for secondary users?

The data will be accompanied by a comprehensive data dictionary that details:
Variable names and descriptions
Measurement scales and coding schemes
Survey questions and response options
Any data transformations or derived variables

During the research, the data will be documented systematically in SPSS with clear labels and consistent coding. Metadata will include contextual information such as the research objectives, methodology, sample characteristics, and collection procedures.

This structured documentation ensures that the dataset is understandable, reproducible, and usable by secondary researchers while preserving the integrity and transparency of the research.



	9
	Data sharing

	· If you plan to share your research data explain how it will be shared and the value it will have to others
· If you are planning to share the data, please advise when you will be releasing it.  
· Are any restrictions on data sharing required?
· Identify any potential obstacles to sharing your data, explain which and the possible measures you can apply to overcome these
· If the data will have value to different audiences, how these groups will be informed?
· Will the data need to be updated? Include future plans for updating if this is the case.
· Will the data be open or will you charge for it? Justify if charging to access the data.


Anonymised, aggregated data will be shared via the UWTSD repository after the dissertation and related publications are complete. Sharing allows researchers and industry stakeholders to understand ethical leadership’s impact on employee well-being, engagement, and turnover.

Data will be fully anonymised, with metadata and a data dictionary to support ethical and accurate use. No updates are planned, and the dataset will be open access at no cost. Potential obstacles, such as ensuring anonymity and contextual understanding, will be managed through clear documentation and aggregated reporting.


	10
	Copyright and intellectual property ownership

	· Who will own the copyright and Intellectual Property Rights (IPR) of any new data that you will generate?


The principal researcher (Sara Zahedi), as part of her academic work at UWTSD, will own the copyright and intellectual property rights (IPR) of any new data generated during this research. However, the university may hold certain rights to use or archive the data in accordance with UWTSD policies on student research outputs.

Participants will not retain rights over the data they provide, as all responses are anonymised and aggregated, but they will be acknowledged in accordance with ethical guidelines if applicable.


	11
	Resources

	· What resources will you require to deliver your plan?
· Costs of storage – why are these appropriate? 
· How will these be met? (costs related to long term storage will be normally permitted by funders providing these are fully justified and relate to the project)


The research requires a computer with SPSS, a secure internet, an online survey platform, and encrypted storage for data. Storage costs are minimal and justified to ensure security, confidentiality, and long-term preservation of anonymised data. All costs will be covered by the researcher or university resources, meeting ethical and institutional standards.




SECTION Q: Risk Assessment 

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

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

	1
	Full risk assessment completed and appended? 
	YES
	NO

	[bookmark: _Hlk152919011]
	
	☐
	☒

	Risks to participants, researchers, and the University 

	2
	Social risks: disclosures that could affect participants' standing in the community, in their family, and their job.
	YES
	NO

	
	
	☐
	☒

	Risk:


(this box should expand as you type)
	How will you address any risks?


	3
	Legal risks: activities that could result in the participant, researchers and / or University committing an offence; activities that might lead to a participant disclosing criminal activity to a researcher which would necessitate reporting to enforcement authorities; activities that could result in a civil claim for compensation
	YES
	NO

	
	
	☐
	☒

	Risk:


(this box should expand as you type)
	How will you address any risks?


	4
	Economic harm: financial harm to participant, researcher and / or University through disclosure or other event.
	YES
	NO

	
	
	☐
	☒

	Risk:


(this box should expand as you type)
	How will you address any risks?



	5
	Reputational risk: damage to public perception of University or the University / researchers’ reputation in the eyes of funders, the research community and / or the general public.
	YES
	NO

	
	
	☐
	☒

	Risk:



(this box should expand as you type)
	How will you address any risks?




	6
	Safeguarding risks:  Risk to young people, vulnerable adults and / or researcher from improper behaviour, abuse or exploitation. Risk to researcher of being in a comprising situation, in which there might be accusations of improper behaviour.
	YES
	NO

	
	
	☐
	☒

	Risk:



(this box should expand as you type)
	How will you address any risks?




	7
	Sensitive, embarrassing or upsetting topics. If research activity may include sensitive, embarrassing or upsetting topics or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities.  
	YES
	NO

	
	
	☐
	☒

	



(this box should expand as you type)

	
	Health and safety risks

	8
	Location hazards: for example: fire; visiting or working in participant’s homes; working in remote locations and in high crime areas; overseas travel; hot, cold or extreme weather conditions; working on or by water. Also hazardous work locations, such as construction sites, confined spaces, roofs or laboratories. For overseas travel, researchers will need to check country / city specific information, travel health requirements and consider emergency arrangements as part of their research planning. In all cases the University’s International Travel Policy must be followed.
	YES
	NO

	
	
	☐
	☒

	Risk:


(this box should expand as you type)
	How will you address any risks?




	9
	Activity hazards: for example: potentially mentally harmful activities; distressing and stressful work and content; driving; tripping, or slipping; falling from height; physically demanding work; lifting, carrying, pushing and pulling loads; night time and weekend working.
	YES
	NO

	
	
	☐
	☒

	Risk:



(this box should expand as you type)
	How will you address any risks?



	10
	Machinery and equipment: for example: ergonomic hazards, including computer workstations and equipment; contact with electricity; contact with moving, rotating, ejecting or cutting parts in machinery and instruments; accidental release of energy from machines and instruments.
	YES
	NO

	
	
	☐
	☒

	Risk:



(this box should expand as you type)
	How will you address any risks?


	11
	Chemicals and other hazardous substances: the use, production, storage, waste, transportation and accidental release of chemicals and hazardous substances; flammable, dangerous and explosive substances; asphyxiating gases; allergens; biological agents, blood and blood products. 
	YES
	NO

	
	
	☐
	☒

	Risk:


(this box should expand as you type)
	How will you address any risks?




	12
	Physical agents: for example: excessive noise exposure, hand-arm vibration and whole body vibration; ionising radiation; lasers; artificial optical radiation and electromagnetic fields
	YES
	NO

	
	
	☐
	☒

	Risk:


(this box should expand as you type)
	How will you address any risks?



	13
	Environmental risks: for example: accidental spillage of pollutants, damage to local ecosystems
	YES
	NO

	
	
	☐
	☒

	Risk:


(this box should expand as you type)
	How will you address any risks?






SECTION R: Disclosure and Barring Service

	Disclosure and Barring Service

	1
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


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

	2
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	




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

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


	1
	Name of applicant
	Sara Zahedi

	2
	Electronic or written signature of applicant:
	Sara Zahedi

	3
	Date
	03.11.2025

	4
	Name of Director of Studies
	Rebecca Francies Davies

	5
	Electronic or written signature of Director of Studies:
	

	6
	Date
	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	1
	☒
	I have read the guidance notes supplied before completing the form.

	2
	☒
	I have completed all relevant sections of the form in full.

	3
	☐
	I have attached a copy of the Participant Information Sheet (PIS) or Consent Form

	4
	☐
	I have attached a completed copy of the Trusted Research and Innovation Checklist (where applicable)

	5
	☐
	I have attached a full risk assessment (where appropriate) 

	6
	☒
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice

	7
	☒
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Data Management Policy

	8
	☒
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Export Control Policy

	9
	☒
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Open Access Research Policy

	10
	I have completed the following appendices:
	1
	☐
	2
	☐
	3
	☐
	4
	☐

	
	
	5
	☐
	6
	☐
	7
	☐
	8
	☐



	
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.







[bookmark: APP_1]APPENDIX 1 – Grant or Contract Funding

	A1.1
	Has your research been awarded external funding?
	YES
	☐
	NO
	☒

	A1.2
	Have you applied for funding / awaiting decision?
	YES
	☐
	NO
	☒

	A1.3
	Are you intending to apply for funding?
	YES
	☐
	NO
	☒

	A1.4
	[bookmark: _Hlk152243903]Funding Body
	

	A1.5
	Lead institution (grant holder)
	

	A1.6
	If awarded, grant reference
	

	A1.7
	If awarded, grant value
	

	A1.8
	If awarded, start date and duration
	



	
	
	
	
	


	Return to the main form






[bookmark: APP_2]APPENDIX 2: External Collaborative Research Activity

	INSTITUTION 1                        

	[bookmark: _Hlk152247185]A2.1
	Name
	


	A2.2
	Researcher name and position 
	


	A2.3
	Role in project (e.g. co-investigator)
	


	A2.4
	Contact e-mail address
	


	A2.5
	External Ethical Approval
Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 
	Obtained?
	YES
	NO
	PENDING

	
	
	
	☐
	☐
	☐

	[bookmark: _Hlk152841402]
	
	




	INSTITUTION 2                      

	A2.6
	Name
	


	A2.7
	Researcher name and position 
	


	A2.8
	Role in project (e.g. co-investigator)
	


	A2.9
	Contact e-mail address
	


	A2.10
	External Ethical Approval
Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 
	Obtained?
	YES
	NO
	PENDING

	
	
	
	☐
	☐
	☐

	
	
	




	INSTITUTION 3                       

	A2.11
	Name
	


	A2.12
	Researcher name and position 
	


	A2.13
	Role in project (e.g. co-investigator)
	


	A2.14
	Contact e-mail address
	


	A2.15
	External Ethical Approval
Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 
	Obtained?
	YES
	NO
	PENDING

	
	
	
	☐
	☐
	☐

	
	
	




Add additional collaborators as needed

	
	
	
	
	


	Return to the main form


[bookmark: APP_3]


APPENDIX 3: Research Undertaken Outside of the UK

	A3.1
	Research activity outside of the UK
If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. Describe the measures you have taken to comply with these and provide evidence of approvals etc. If you live in the country where you will do the research then please state this. If you have a local research supervisor or research advisor then please give their contact details here.

	



(this box should expand as you type)

	A3.2
	Responsible Research and Innovation
If research is taking place overseas please refer to the UWTSD Trusted Research and Innovation Policy and complete the Trusted Research and Innovation Checklist and submit it with this form.

	A3.3
	Confirm that you have read the Trusted Research and Innovation Policy
	☐



	If you are a postgraduate research student working with a research supervisor or research advisor at your local university then you do not need to fill in any more sections of this appendix.
If you are working in a research collaboration with an overseas partner please complete the remaining sections of this appendix.
	Return to the main form


[bookmark: _Hlk160779412]
	Organisational Details

	A3.4
	Name of Organisation 

	

	A3.5
	Country where organisation is based:

	

	A3.6
	Registration number and name of registration body (examples of relevant registration bodies are government, tax, corporation, charity, educational authority):

	

(this box should expand as you type)

	A3.7
	What is the legal status of the organisation? (for example: public university, private university, charity, private company, non-profit making company, government research organisation, independent research organisation) Please include the date of foundation. Note: We may be required to ask for evidence of this at a later stage.

	

(this box should expand as you type)

	A3.8
	Is your organisation affiliated to any other organisation? (i.e. is the organisation legally part of a larger organisation or a group of larger organisations).

	

(this box should expand as you type)

	A3.9
	Name(s) of investigators in the organisation who will be responsible for the collaborative research and innovation 

	

(this box should expand as you type)




	About New Partners

	A3.10
	Why does a partner want to work with you?

	

(this box should expand as you type)

	A3.11
	What are they expecting in return for their financial support or involvement?

	

(this box should expand as you type)


	A3.12
	Is the organisation associated with a country which may be viewed as hostile to the UK or one which has different democratic and ethical values from our own? If you have ticked YES, please briefly describe below how you will maintain the UK’s democratic and ethical values within the research.
	YES
	NO

	
	
	☐
	☐

	


(this box should expand as you type)

	A3.13
	Has due diligence into the partner identified any involvement in research on behalf of the military or police with links to a hostile state? If you have ticked YES, please summarise below how you will prevent information from this research from being released to these organisations.
	YES
	NO

	
	
	☐
	☐

	


(this box should expand as you type)

	A3.14
	Set within the context of any information gained from due diligence, could your research be misused or have unintended applications which would be negative? If you have ticked YES, please summarise below how this might occur.
	YES
	NO

	
	
	☐
	☐

	


(this box should expand as you type)

	A3.15
	Are there any legal, regulatory or university policy constraints on undertaking your research with this partner? If you have ticked YES, please summarise these below.
	YES
	NO

	
	
	☐
	☐

	


(this box should expand as you type)

	A3.16
	Having considered the answers to questions A3.10-A3.15, are there potential reputational or ethical risks to you or the university? If you have ticked YES, please summarise these risks below.
	YES
	NO

	
	
	☐
	☐

	


(this box should expand as you type)




	About Research Relationships
	YES
	NO

	A3.17
	Are the terms of any proposed Memorandum of Understanding (MoU) in keeping with the expectations of your department and university?
	☐
	☐

	A3.18
	Are you providing existing intellectual property (IP), research data, confidential or personally identifiable data to the project? If so, how is this going to be protected?
	☐
	☐


	


(this box should expand as you type)

	A3.19
	Who will own any IP that is generated?

	

(this box should expand as you type)

	A3.20
	What plans do you have in place for protecting the resulting IP?

	

(this box should expand as you type)

	A3.21
	What contractual requirements are you able to put in place to protect the interests of your academic institutions?

	

(this box should expand as you type)

	A3.22
	What access will the research partner have to your IT network? If they do have access, what broader visibility might this provide?

	

(this box should expand as you type)

	A3.23
	Is there any physical separation or protection required between research in similar fields?

	

(this box should expand as you type)




	About Existing Partners

	A3.24
	Would proceeding with the research raise potential conflicts of interest with existing research partners? If you have ticked YES, please explain these conflicts below.
	YES
	NO

	
	
	☐
	☐

	


(this box should expand as you type)

	A3.25
	Have you spoken with your existing partners about any potential conflict of interest? If you have ticked YES, please briefly summarise their response(s) below.
	YES
	NO

	
	
	☐
	☐

	


(this box should expand as you type)

	A3.26
	Does any non-disclosure agreement for this project include an expectation that you will need to provide visibility to existing partners? If you have ticked YES, please explain below how this will be managed.
	YES
	NO

	
	
	☐
	☐

	


(this box should expand as you type)

	A3.27
	Will this research breach any existing contractual agreements that you, your department or university already have? If you have ticked YES, please explain below how this will be managed.
	YES
	NO

	
	
	☐
	☐


	


(this box should expand as you type)



	
	
	
	
	


	Return to the main form





[bookmark: APP_4]APPENDIX 4: Research with Vulnerable People

	Will the research involve data processing involving the following data subjects:
	YES
	NO

	A4.1
	Children under 16
	☐
	☐

	A4.2
	Adults with learning disabilities
	☐
	☐

	A4.3
	Adults with other forms of mental incapacity or mental illness
	☐
	☐

	A4.4
	Adults in emergency situations
	☐
	☐

	A4.5
	Prisoners or young offenders
	☐
	☐

	A4.6
	Those who could be considered to have a particularly dependent relationship with the investigator, e.g. members of staff, students
	☐
	☐

	A4.7
	People who have not given their explicit consent to participate in the project
	☐
	☐

	A4.8
	People engaged in illegal activities
	☐
	☐

	A4.9
	Any other people who can be considered vulnerable in the context of this project
	☐
	☐

	Please justify the inclusion of the above people (if applicable), explaining why the research cannot be conducted on non-vulnerable people.

	A4.10
	



(this box should expand as you type)

	Please give details of extra steps taken to assure the protection of vulnerable people participating in the research.  You should describe any arrangements to be made for obtaining consent from a legal representative.

	A4.11
	



(this box should expand as you type)

	It is the researcher’s responsibility to check whether a DBS check (or equivalent) is required and to obtain one if it is needed. Please confirm:

	A4.12
	DBS Check required? 
	YES
	NO

	
	
	☐
	☐

	A4.13
	DBS certificate obtained? 
	YES
	NO
	N/A

	
	
	☐
	☐
	☐



	
	
	
	
	


	Return to the main form





[bookmark: APP_5]APPENDIX 5: Research Involving Animals
	The use of animals in research is tightly governed and monitored by law and by the Home Office, specifically under the Animals (Scientific Procedures) Act 1986 and its accompanying codes of practice and processes. The Act regulates procedures that are carried out on protected animals for scientific or educational purposes that may cause pain, suffering, distress or lasting harm. Under the Act, a protected animal is ‘any living vertebrate, other than man, and any living cephalopod’. The University does not hold a Home Office issued Establishment Licence and therefore researchers must ensure that any proposed work involving animals is either exempt from the Act or falls outside of its scope. Exempted research, for example involving routine veterinary practice or clinical veterinary research, may still require external ethical approval from the Royal Society of Veterinary Surgeons. When undertaking collaborative research involving animals, the UWTSD Research Ethics Committee must be assured that the partner institution(s) conform to the appropriate regulatory framework or legislation, and have approval from their local Research Ethics Committee. Any such work must follow the guidance of the National Centre for the Replacement, Reduction and Refinement of Animals in Research, known as the 3Rs.  In all cases, advise must be sought from INSPIRE for any proposed research involving animals, either at UWTSD, or by research collaborators in partnership with UWTSD. This should be at the very early stages of research design, so that an appropriate due diligence exercise can be undertaken.

	Will the research involve any work with any of the following animals (including observation in their natural habitat)
	YES
	NO

	[bookmark: _Hlk156319509]A5.1
	Any living vertebrates, other than humans?
	☐
	☐

	A5.2
	Any living cephalopods?
	☐
	☐

	A5.3
	[bookmark: _Hlk156462984]Has INSPIRE undertaken an initial due diligence exercise?
	☐
	☐

	A5.4
	[bookmark: _Hlk156464303]Due diligence assessment appended to this application?
	☐
	☐

	Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. 

	[bookmark: _Hlk156464347]A5.5
	

(this box should expand as you type)



	
	
	
	
	


	Return to the main form





[bookmark: APP_6]APPENDIX 6: Research with Staff or Offenders in Prison Establishments and Probation Services 

	Research with staff and/or offenders in prison establishments, the Probation Service or within His Majesty’s Prison and Probation Services requires additional approvals.

	Will the research involve any of the following?
	YES
	NO

	A6.1
	Staff in prison establishments
	☐
	☐

	A6.2
	Offenders in prison establishments
	☐
	☐

	A6.3
	The Probation Service
	☐
	☐

	A6.4
	His Majesty’s Prison and Probation Services
	☐
	☐

	All researchers wanting to conduct research with staff and/or offenders in prison establishments, the Probation Service regions or within HM Prison and Probation Service (HMPPS) Headquarters are required to formally apply for research approval to the HMPPS National Research Committee (NRC). Before doing so, INSPIRE must undertake an initial due diligence exercise. If you have not contacted INSPIRE, please do so immediately. If YES to any of the above, please confirm:

	A6.5
	[bookmark: _Hlk156464314]Has INSPIRE undertaken an initial due diligence exercise?
	☐
	☐

	A6.6
	Have you applied to the HMPPS National Research Committee (NRC)?
	☐
	☐

	A6.7
	Has HMPPS National Research Committee approval been granted? If yes, please append to this application. 
	☐
	☐

	A6.8
	Due diligence assessment appended to this application?
	☐
	☐

	Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. 

	A6.9
	




(this box should expand as you type)



	
	
	
	
	


	Return to the main form





[bookmark: APP_7]APPENDIX 7:  Health and Social Care Research 
	All health and social care research must have a sponsor as defined by the Health Research Authority UK Policy Framework for Health & Social Care.  The University will under no circumstances act as the sponsor of health and social care research (i.e. that which requires approval by a NHS Research Ethics Committee). In all cases, therefore, an appropriate collaborating partner must lead the research.  Any health and social care research therefore requires an initial due diligence exercise, which will be undertaken by INSPIRE. The purpose of the due diligence exercise is to ensure that the University has the capability to undertake the research, either independently or in collaboration with research partners. This will include advice on suitable collaborative arrangements and the appropriate involvement of UWTSD researchers in the proposed research study.  This is likely to apply to the following areas:

	Will the data processing involve:
	YES
	NO

	A7.1
	Participants who have been recruited on the basis of medical and health conditions, life stage or other physical or mental attribute.
	☐
	☐

	A7.2
	Participants who will engage in physical exercise, activity or exertion of any kind, or who use exercise equipment, assistive devices or other apparatus for the purposes of the research study. This includes interventions that are minimally invasive.
	☐
	☐

	A7.3
	Patients and users of the NHS (including NHS patients treated in the private sector).
	☐
	☐

	A7.4
	Individuals identified as potential participants because of their status as relatives or carers of patients and users of the NHS.
	☐
	☐

	A7.5
	Patients who are cared for in private and voluntary sector nursing homes.
	☐
	☐

	A7.6
	Confidential patient information.
	☐
	☐

	A7.7
	Clinical trial of a medicinal product or medical device.
	☐
	☐

	A7.8
	Access to organs or other bodily material of past and present NHS patients, or any material consisting of or containing human cells.
	☐
	☐

	A7.9
	Use of human tissue (including non-NHS sources) where the collection is not covered by a Human Tissue Authority licence.
	☐
	☐

	A7.10
	Foetal material and IVF involving NHS patients.
	☐
	☐

	A7.11
	The recently deceased under NHS care.
	☐
	☐

	A7.12
	NHS staff or premises.
	☐
	☐

	A7.13
	Practising midwives conducting a clinical trial.
	☐
	☐

	A7.14
	Investigational medicinal product.
	☐
	☐

	A7.15
	Medical devices that are not CE-marked or CE-marked medical devices that have been modified or are being used for a new purpose.
	☐
	☐

	A7.16
	Exposure to ionising radiation.
	☐
	☐

	A7.17
	Other health and social care related research.
	☐

	☐


	Please specify 



(this box should expand as you type)
	
	

	Researchers proposing to work on projects involving health and social care research must check whether their study meets the HRA definition of research and whether it should undergo ethics review by a NHS Research Ethics Committee. If you have answered YES to any of questions A7.1-A7.17 then this is likely to be the case and sponsorship by a third party will be required. This can be checked via the Health Research Authority’s Decision Tool : https://www.hra-decisiontools.org.uk/research/  

	A7.18
	Does the research meet the HRA definition of research?
	YES 
	NO
	N/A

	
	
	☐
	☐
	☐

	A7.19
	Is the Research being sponsored by a collaborating partner?
	YES 
	NO
	N/A

	
	
	☐
	☐
	☐

	A7.20
	Has NHS ethics approval been granted?
	YES 
	NO
	N/A

	
	
	☐
	☐
	☐

	A7.21
	Has INSPIRE undertaken an initial due diligence exercise?
	YES 
	NO

	
	
	☐
	☐

	Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. If you have not contacted INSPIRE, please do immediately. 

	A7.22
	




(this box should expand as you type)



	A7.23
	Have you been granted NHS ethical approval?
	YES
	Click to continue to Section R
	NO
	Return to the main form






[bookmark: APP_8]APPENDIX 8: Export Control for Research with Potential Military End Uses
	Export controls apply to the physical, electronic or oral transmission outside the UK of applied research, sensitive technology, software and equipment that could potentially be misused, either directly or indirectly, for military purposes. These legal controls are a serious obligation and UWTSD researchers must actively manage the risks of these being misused to fuel conflict, threaten national security, support terrorism and crime, violate human rights or proliferate Weapons of Mass Destruction.  UWTSD’s Export Control Policy provides a clear six step process to determine if your research is covered by export controls. Please complete the following screening to judge if you need to compete a full export control assessment. If you are in any doubt, then please contact INSPIRE. Any research in UWTSD involving the following high-risk areas must be screened.
Will the research involve:

	Defence
	YES
	NO

	A8.1
	Military equipment and munitions
	☐
	☐

	A8.2
	Defence equipment, including satellites
	☐
	☐

	A8.3
	Technical data, including some border and port information
	☐
	☐

	A8.4
	Dual use research
	☐
	☐

	Materials and Technologies
	YES
	NO

	A8.5
	Nuclear materials, facilities and equipment
	☐
	☐

	A8.6
	Chemicals, microorganisms and toxins
	☐
	☐

	A8.7
	Electronics design, development and production
	☐
	☐

	 A8.8
	Computers
	☐
	☐

	A8.9
	Telecommunications
	☐
	☐

	A8.10
	Sensors and lasers
	☐
	☐

	A8.11
	Navigation and avionics
	☐
	☐

	A8.12
	Marine technology
	☐
	☐

	A8.13
	Composite materials
	☐
	☐

	A8.14
	Aerospace and propulsion
	☐
	☐

	Sensitive Information
	YES
	NO

	A8.15
	Cryptology
	☐
	☐

	A8.16
	Counterterrorism
	☐
	☐

	A8.17
	Counternarcotics
	☐
	☐

	A8.18
	Cyber-related
	☐
	☐

	A8.19
	Non-proliferation
	☐
	☐

	A8.20
	Transnational criminal organisations
	☐
	☐





	Genetic Resources
	YES
	NO

	A8.21
	Genetic material of actual or potential value
	☐
	☐

	A8.22
	Organisms, or parts thereof
	☐
	☐

	A8.23
	Populations (or organisms)
	☐
	☐

	A8.24
	Other biotic components of ecosystems
	☐
	☐

	A8.25
	Domesticated or cultivated species in which the evolutionary process has been influenced by humans
	☐
	☐



	Will you be exporting military or dual-use technology, now or possibly in the future? This information may take many forms, including:
	YES
	NO

	A8.26
	Physical transfer of goods, technologies, material or equipment
	☐
	☐

	A8.27
	Blueprints
	☐
	☐

	A8.28
	Plans
	☐
	☐

	A8.29
	Diagrams
	☐
	☐

	A8.30
	Models
	☐
	☐

	A8.31
	Formulae
	☐
	☐

	A8.32
	Tables
	☐
	☐

	A8.33
	Engineering designs and specifications
	☐
	☐

	A8.34
	Manuals and instructions
	☐
	☐

	A8.35
	Software
	☐
	☐

	A8.36
	Know-how
	☐
	☐



	Will your project transfer technology using any of the following physical methods?
	YES
	NO

	A8.37
	USB flash drives
	☐
	☐

	A8.38
	Portable hard drives
	☐
	☐

	A8.39
	Laptops
	☐
	☐

	A8.40
	Tablets
	☐
	☐

	A8.41
	Intangible forms by using electronic media, such as email, phone storage and cloud file sharing
	☐
	☐

	A8.42
	Physical exports
	☐
	☐



	Will your project involve any of the following?
	YES
	NO

	A8.43
	Oral transfer by phone or videoconferencing or presentations
	☐
	☐

	A8.44
	Travelling overseas for any purpose, while unintendingly carrying any of the above.
	☐
	☐

	A8.45
	Will you be hosting foreign visitors?
	☐
	☐





	If you answer YES to any of questions A8,1-A8.45 then you should complete a full export control assessment and append that to this application. Before doing this please contact INSPIRE who will advise further.
	YES
	NO

	A8.46
	Full export control assessment required?
	☐

	☐


	A8.47
	Full export control assessment completed?
	☐

	☐


	A8.48
	Full export control assessment appended?
	☐

	☐




	
	
	
	
	


	Return to the main form
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