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[bookmark: _Toc222771124]Chapter 1: Introduction
[bookmark: _Toc222771125]1.1 Background of the Study
The modern, fast-paced and complicated industrial environment has made traditional methods of strategic decision-making and technical advancements has made leadership more challenging (Iqbal and Ali, 2024). The vision, values, and expectations are delivered through communication, and in the framework of leadership, it is a decisive factor influencing engagement, motivation, and job satisfaction among employees (Rehman, et al., 2024; Sun et al., 2023). According to scholars like Puyo (2022) and Avolio (2004), leadership is practiced largely via communication, and transformational leadership is the ability of leaders to build meaningful relationships based on persuasion and visionary dialogue.
The Sainsbury is among the major retail organisations in UK and has a large network of supermarkets and retail stores which cater millions of customers every week. Being one of the largest companies in the fiercely competitive and labour-intensive retail business, the company uses approximately stringent schedules, multicultural workforce, and the effective coordination of all its activities to ensure the high standards of services and product quality (Sainsbury, 2025). Having many employees and a complicated supply chain network, including relations with big players in the industry and stakeholders, the leadership communication should be efficient to guarantee the transparency, motivation and efficiency of the operations. A good and encouraging leadership in such a challenging environment is not merely an added benefit but an essential requirement to maintain competitiveness, productivity, and the ultimate success (Hughes, 2025). 
In these settings where job is monotonous and environment very physical, leadership communication should go beyond providing information; it should also nurture morale, diminish ambiguity and provide a sense of belonging (Alfianto, 2024). The informal interactions, understanding dialogue as well as constant feedback are all depicted to play a significant role in the way the employees feel supported and engaged (Graen and Uhl-Bien, 1995). Nevertheless, communication is a significant factor in job attitude formation, and most organizations do not take this into account and do not even bother to customize their communication styles to meet industry-specific challenges (Nugroho and Wahjoedi, 2023). Besides the conventional forms of communication, contemporary leadership within a dynamic industry such as retail should have more than transactional communication. Leadership communication should be an instrument that does not only pass the information but motivates and encourages employees. Empirical studies indicate that the key element of creating a culture of trust, teamwork, and engagement in organizations is that of leadership communication (Men, 2014). In the retail industry where the turnover rate is often high and work environments are often physically challenging, effective communication by the leaders can be very clear and therefore enhance employee morale, job satisfaction, and productivity (Kahn, 1990).
Transformational leadership has been found to have positive effect on the motivation and satisfaction of the employees (Metwally et al., 2014). Transformational leaders have a motivational communication which focuses on the vision, inspiration, and personal development. Bass (1990) defines transformational leadership as hinged on the capacity of a leader to develop well-built relationships and express a strong vision and involve employees in worthwhile relationships that motivate them to commit and perform. It has been shown to be especially effective in such sectors as retail where employee engagement is one of the key factors in providing quality service and retaining customer satisfaction (Avolio, 2004; Lynch et al., 2018)
Leadership communication plays a more pivotal role in shaping employee attitudes in a very competitive industry such as the retail industry where employees sometimes work under stress and have demanding conditions (Harris and Kacmar, 2006; Prabowo et al.,2018). With organizations aiming at retaining talent and creating a positive work culture, it is becoming more crucial to realize how leadership communication can be adjusted to the needs of the diverse workforce. In the retail business, and particularly in a large organization such as Sainsbury, this will entail modifying communication strategies to appeal to a multi-culturally diverse work force in addition to making the process of delivering messages transparent and congruent.
Leadership communication involves not only passing information but also engaging with the employees at personal level. Men (2020) states that trustful and inclusive communication can contribute greatly to the sense of belonging in employees and their dedication to organizational objectives. This kind of communication is vital in organizations such as Sainsbury that require large teams to be synchronized in a manner that will enable them to realize efficient operations.
[bookmark: _Toc222771126]1.2 Problem Statement
The current literature recognizes that leadership communication positively relates to motivation and job satisfaction (Reyaz, 2024; Vinhet al., 2022; Heuss and Datta, 2023). A large portion of literature is, however, generic and does not consider sector specific needs and cultural differences especially in industrial environments (Ramirez-Lozano et al., 2023). Overall, anecdotal data presented in Sainsbury indicates that employee satisfaction in the company is not evenly spread across the departments, which can be explained by the difference in leadership communication styles. However, very few empirical studies have been done to either affirm or test this hypothesis.
In addition, the location and operation structure of Sainsbury, including its multicultural workforce, decentralized production facilities, and high-performance pressure, are obstacles to standardized communication practices. There is also a possibility of misunderstanding caused by language differences, generational differences, and the hectic environment of retail, which fuel the lack of cohesiveness within the organization (Zwozdiak-Myers, 2020; Zhang Vaaranmaa, 2025). Despite these few obstacles, communication is barely used in the literature as an independent variable, more commonly it is combined with more general constructs of leadership. This inattentiveness is a large gap considering that an inability to communicate effectively can enhance workplace stress and decrease clarity and demotivate teams. As Ramirez-Lozano et al. (2023) observe, the literature tends to extrapolate the results to other industries without regards to the peculiarities of various fields, such as retail that are characterized by high staff turnover, the existence of diverse demographics, and the need to remain on par with the performance levels.
The way Sainsbury operates, the decentralization of production sites, and the multi-cultural workforce only contribute to the complications of the communication dynamics. The workforce is diverse, which creates problems with effective and clear communication, as there are language barriers, and generational differences (Zwozdiak-Myers, 2020; Zhang and Vaaranmaa, 2025). The problems become even worse when operating in a busy and fast-paced environment when time constraints and the necessity to decide quickly may contribute to miscommunications and misunderstandings. This is due to the absence of standardized communication practices within the various departments, which subsequently leads to the inconsistencies in employee satisfaction, which further underscores the need to be more specific when it comes to leadership communication.
Furthermore, the current literature does not pay much attention to communication as an independent variable, and these variables are usually considered under the umbrella concepts of leadership (Men, 2014). This is of special interest when it is observed that poor communication may be one of the causes of stress in the workplace, lack of clarity, and team demotivation (Harris and Kacmar, 2006). This study will be used to fill this gap by examining the role of leadership communication styles in employee motivation, job satisfaction, and conflict resolution in the specific context of operations of Sainsbury. The research will add value to the research on leadership communication within the retail sector by exploring these dynamics.
[bookmark: _Toc222771127]1.3 Scope of the Study
The scope of the research is based on Sainsbury. It is a special case of a retail company which highlights the challenges between the interests of high production cycles and the maintenance of a motivated and satisfied workforce. The employees of the company are production-line workers as well as logistics teams, supervisors, and executives, whose leadership treatment is diverse. Considering the high noise levels, repetitive nature of work and a shift-based work schedule which is one of the features in the industry, communication is not only limited by the contents of the message but also limited by the medium, the time and the relational cues applied. The purpose of the study is to decontextualize these contextual elements to present a subtle piece of knowledge about the concept of communication-based leadership in a manufacturing context.
[bookmark: _Toc222771128]1.4 Rationale for the Study
Although much has been said about the role of communication in leadership, minimal literature has been done on the specific use of communication in highly demanding industries (Ahmad Tajuddin et al., 2022). This paper addresses that gap by providing the empirical evidence on the impact of communication styles on employee performance in retail settings. The argument revolves around two main assumptions, namely, the fact that employee motivation and satisfaction vary in Sainsbury; and the fact that current leadership development programs tend to overlook communication skills specific to diverse and operationally intensive environments. In addition, communication that is sensitive to emotions, such as active listening and empathy, is also proven to be especially useful in high stress situations when the probability of a conflict is high (Kakarla, 2025). This study will deliver academically rigorous as well as practically applicable recommendations by basing the study on the real-world situation of Sainsbury.
[bookmark: _Toc222771129]1.5 Aims of the Study
The study is intended to examine the influence of leadership communication styles on employee motivation, job satisfaction, and conflict resolution in Sainsbury. Precisely, it will look at the types of communication styles (e.g., transformational, transactional) that are used and the way in which they are perceived and experienced by employees.
[bookmark: _Toc222771130]1.6 Research Objective 
The specific objectives are:
· To analyse leadership communication styles used by Sainsbury Group’s management.
· To explore the impact of these communication styles on employee motivation.
· To evaluate how leadership communication affects employee job satisfaction.
· To assess how leadership communication contributes to workplace conflict resolution.
[bookmark: _Toc222771131]1.7 Research Questions
The study is guided by the following research questions:
1. What leadership communication styles are used by Sainsbury management?
2. How do these communication styles impact employee motivation?
3. What is the relationship between leadership communication and job satisfaction at Sainsbury?
4. How does leadership communication affect workplace conflict resolution?
[bookmark: _Toc222771132]1.8 Significance of the Study
The research is of importance both academically and practically. It also adds a theoretical contribution to the body of knowledge on leadership communication by generalizing known models Transformational Leadership Theory, LMX Theory, and Path-Goal Theory to a sector-specific situation (Bass, 1985; House, 1996; Gafoor, 2024). It also adds to the knowledge of the contribution of communication style as an independent variable in predicting motivation and job satisfaction.
In practice, the research provides the leadership units of Sainsbury with practical knowledge on how communication can be used to increase engagement, decrease absenteeism, and develop the culture of openness and inclusivity. It also trains the training, performance reviews, and conflict management procedures that are specific to a high-performance industrial setting. Finally, the recommendations of this study can become a communication template to be used by other retail companies, which work in such circumstances.
[bookmark: _Toc222771133]1.9 Structure of the Thesis
The thesis is designed in the following way:
· Chapter 1: Introduction - It provides a thorough background, rationale, research questions, objectives, and scope of the study that provides a solid foundation on which the investigation will be conducted.
· Chapter 2: Literature Review- Critically reviews past theories and empirical research on Leadership communication, motivation, job satisfaction and conflict resolution in industrial settings.
· Chapter 3: Methodology - Determines the research design, pragmatic paradigm, mixed-methods method, which involves data collection tools and ethical issues.
· Chapter 4: Results and Analysis - Shows the results of the survey and the analysis of the data, conducted in a thematic and statistical way, to reveal the pattern and insights.
· Chapter 5: Conclusion and Recommendations - Concludes major findings, recommends practical interventions to apply to Sainsbury and points out future research directions.
[bookmark: _Toc222771134]1.10 Summary
This introductory chapter has provided a foundation of the research by discussing the role of leadership communication in influencing employee performance, especially in the fast-changing and challenging context of Sainsbury. The emphasis on communication styles as a separate variable helps the research to fill an important gap in the literature and provides feasible implications on the development of leadership in the retail industry. The chapter has also provided the aims, objectives, research questions, and scope of the study and anticipated the layout of the thesis.

[bookmark: _Toc222771135]Chapter 2: Literature Review
[bookmark: _Toc222771136]2.1 Introduction
The contribution of effective leadership communication to organizational achievement has always been recognized as a key factor to organizational success, particularly in sectors such as manufacturing where employee motivation and job satisfaction are vital factors to performance and retention (Bhasin, 2025). Communication does not only project strategic vision and daily anticipation, but also the psychological contract between leaders and their teams (Rogozińska-Pawełczyk, 2023). According to many scholars, the leadership styles based on an open and empathetic communication are central to the establishment of a trustful relationship and the further promotion of motivation (Celestin and Vanitha, 2020; Fuller, 2023; Jenei and Machova, 2024). In manufacturing settings, leadership communication is especially important because clarity, emotion control, and inclusiveness can be used to overcome the pressure that is present in the production lines Cahyono, 2025; Targhi, 2025).
This chapter is a literature review of the research on leadership communication styles and their effects on motivation and job satisfaction. It starts with a theoretical perspective with thematic discourses on style of communication, motivational psychology, job satisfaction, and practical applications in industrial setting. The differences in opinion presented in the literature will also be critically evaluated to indicate gaps in the concept, and the limitations within the sector.
[bookmark: _Toc222771137]2.2 Theoretical Foundation
[bookmark: _Toc222771138]2.2.1 Transformational Leadership Theory
Among the most common theories that have been repeatedly mentioned in literature regarding how leaders inspire, motivate and influence employees through communication is the theory of transformational Leadership (Bass and Avolio, 1995). According to this theory, there are four important elements, namely, idealized influence, inspirational motivation, intellectual stimulation and individualized consideration (Khan et al., 2025; Arip et al., 2025). All four elements revolve around communication. Leaders communicate a strong vision (inspirational motivation), promote communication and creativity (intellectual stimulation) and practice a two-way and empathetic communication (individualized consideration) (Akhile, 2024; Mota, 2024).
Author Avolio (1999) assumes that the communication of transformational leadership is relational, emotionally intelligent as well as future oriented. Such a viewpoint is justified by Santoso et al., (2022), who proves in a manufacturing facility that transformational leadership communication can raise the level of intrinsic motivation in the case of employees who feel that their leaders are authentic and supportive. On the same note, Madsen, (2022) established that participation in participatory dialogues and feedback loops in the public sector resulted in quantifiable increases in motivation and job satisfaction because of transformational communication practices. Shapira Nevertheless, (2019), warn that the effectiveness of transformational leadership depends on the context. In a low-trust setting or a hierarchical organization, excessive visionary rhetoric can be viewed as insincere unless backed up by action. Conversely, Nabi and Green, (2015) state that even in this kind of environment, a regular and emotionally appealing communication flow will be able to smooth out the resistance and create engagement.
[bookmark: _Toc222771139]2.2.2 Leader-Member Exchange (LMX) Theory
Leader-Member Exchange (LMX) Theory conceptualizes communication as the basis of differentiated leader-employee relationships founded on trust, respect, and reciprocal support (Graen and Uhl-Bien, 1995). This theory plays a significant role in explaining high-quality relationships (in-group) feature trust and mentoring, while low-quality (out-group) interactions are formal, influencing employee performance, satisfaction, and turnover (Willie, 2025). It will dictate interview procedures that investigate how the employees view the frequency, openness, and quality of communication by their immediate supervisors (Danesh and Huber, 2022). LMX theory is also aligned with Objective 1 (analysing leadership communication styles) and Objective 4 (conflict resolution), particularly in uncovering relational asymmetries among various departments in the case study.
In general, transformational leadership and LMX theory provides a powerful model of interpreting how communication can play a role and determine motivation and job satisfaction when the emotional intelligence and cultural sensitivity are incorporated into the leadership style (Jordan and Troth, 2011)
[bookmark: _Toc222771140]2.3 Leadership Communication Styles
Leadership communication styles are approaches that leaders adopt to pass information, influence behaviour and shape relationships at workplaces (Balakrishnan et al., 2024). Such styles involve verbal, non-verbal and the paralinguistic styles like the tone, body language and responsiveness that all lead to the outcome of organizations (Muhammadieva and Sharafutdinov, 2025). The most common way of categorizing leadership communication is offered by scholars, who differentiate between transformational, transactional, autocratic, democratic, and laissez-faire leadership communication that has different implications in terms of motivation and job satisfaction (Cerasoli, 2025; Gbadebo, 2025).
According to Schiuma et al., (2024), transformational leaders use messages that are empathetic, clear and inspirational and align with the common organizational values. Such a fit increases trust, promotes psychological safety, and raises emotional dedication within the team (Siyal, 2023). Such leaders tend to employ the techniques of storytelling, sharing of vision and one-on-one feedback as methods of motivation. In line with this, Li and Zheng, (2025), also stress that transformational communication should adapt to cultural norms and generational expectations. 
On the other hand, transactional leaders communicate in a task-oriented manner, which is rule-oriented, structurally oriented, and reward-based (Findarty, 2025). Although this might be criticized in some cases as being not very emotional, in a manufacturing environment where predictability, efficiency, and compliance are paramount, it can be very effective (Selvarajah et al., 2024; Salgado-Criado, 2025). Ambiguity is minimized by effective communication of expectations and performance standards that facilitate productivity (Oppi et al., 2022). 
Farhani et al., (2025) defines democratic or participatory communication styles as those that encourage open communication, group problem solving and employee voice that result in increased perceptions of fairness and involvement. This style promotes feedback and shared ownership of decisions which are closely associated with motivation in the knowledge based and creative jobs (Imran et al., 2025). Dahlan et al., (2022) warn however that in high-pressure situations like high-production manufacturing industries, time-sensitive production and operational pressures in the industry require a more decisive communication style rather than a prolonged participative style of communication.
Autocratic communication is top-down, direct and unidirectional and can be utilised in managing a crisis or in one with very strict hierarchies (Rajahmundry, 2024). Although it can smother innovation, it can enhance short-term control. In the meantime, laissez-faire communication is minimal and it may be viewed as disengaged which may create uncertainty and low morale unless the team is very self-directed (Edward, 2025). Leaders need to change their style of communication depending on the composition of a team, urgency, and the level of complexity of a task (Rennie et al., 2023). As an illustration, transformational communication can create cohesion and trust among culturally diverse teams, and transactional clarity might be needed on the production floor. The context-sensitivity of the style is a direct outcome of the research objective to recognize communication-based strategies in promoting motivation and job satisfaction in a manufacturing environment.
[bookmark: _Toc222771141]2.4 Employee Motivation and Leadership Communication 
Leadership style frequently affects the ability of workers to be motivated using communication on goals, recognition, and the development of a psychological safety (Ausat et al., 2024). The Self-Determination theory of motivation proposed by Deci and Ryan (2000) claims that motivation thrives when employees feel their needs of autonomy, competence and relatedness are met through communication. This is supported by Ly (2024), who demonstrates that the level of organizational commitment is improved with the help of inclusive communication practices that fulfil the intrinsic needs.
According to author Kulkarni (2015), communication intensive leadership has a positive correlation with intrinsic and extrinsic motivation, especially when leaders recognize efforts and a discussion with leaders. This is supported by Santoso et al., (2022) who reveals that the motivation level is high when supervisors adjust communication styles to meet the individual needs.
On the contrary, Majka (2024), suggest that a lack of consistency in communication (in particular, when leaders do not keep their promises) can even be more demotivating to the staff than silence. Their empirical study on retail units brings out the importance of clarity and the frequency of communication to employees, especially when they are faced with the high workload situation. Mwanza (2025) continues the discussion by pointing out that the communication should be not only inspiring, but inclusive and respectful. Employee motivation was directly related to the feeling of being listened to and appreciated by the bosses in the hospitality industries, and this was in his research on human resource retention (Basnyat and Clarence Lao, 2020) However, Yue et al., (2024) warn against the use of emotionally colored communication that is not supported by the structure. They state that they do not support communication, which is not supported by the coherent behaviour of the leader and the openness of decision-making because it loses its motivation in time.
Combined, the literature confirms that motivational communication works best as it is frequent, authentic and in line with the psychological needs and operational realities of the employees.
[bookmark: _Toc222771142]2.5 Leadership Communication and Job Satisfaction
Leadership communication has been widely associated with job satisfaction, which is a positive emotional state that is a consequence of job appraisal (Heuss and Datta, 2023). Jo and Shin, (2025), show that open communication has a positive effect on the perception of fairness, recognition, and role clarity on the part of the employees, which are antecedents of satisfaction. According to author Uchendu, et al., (2024) the level of job satisfaction increased greatly among manufacturing setups where the leaders ensued regular feedback, open forums, and in which they engaged in open conflict resolution. This contributes to the arguments made by Bass and Riggio (2006), who stated that transformational leaders can increase the level of job satisfaction through mutual respect and inspiration. Santoso et al., (2022) goes a step further to point out that not only what is communicated is important with job satisfaction but also the way it is communicated. The variables that become paramount include tone, empathy and active listening. He conducted a study on rice production units and discovered that emotional intelligent communication (more so than pay and promotion) was quite predictive of employee satisfaction.
Tautz, et al., (2022) however questions the supposition that communication is not enough on its own. In his research on the banking sector, he observes that the participatory leadership style made junior employees more satisfied, but the senior staff who were concerned with decisiveness and strategic vision were less satisfied with the style of leadership. The generational layer is provided by Kimonyo (2025), who claims that Gen Z staff members demand high-frequency, digital interaction with immediate feedback, whereas the earlier generations can enjoy a scheduled, formal conversation. This determines a great deal of satisfaction depending upon the level of communication congruence with the generational expectations.
Overall, the literature highlights the importance of leadership communication in promoting job satisfaction although a one-size-fits-all solution should be avoided.
[bookmark: _Toc222771143]2.6 Communication within the Manufacturing Environment.
The communication challenges in the manufacturing industry are special as required by its structure; hierarchical structure, physical environment and multicultural workforce (Ouanhlee and Ouanhlee, 2024; Onyebueke, 2024). Real-time verbal communication is frequently constrained by high-noise levels, shift work, and task urgency, and clarity and precision become of the priority (Li and Zheng, 2025).
Visual cues, micro-briefing, and symbolic gestures like praise boards were effective in keeping motivation on production lines according to author Nabi and Green, (2015). The analysis of industrial units showed that non-verbal communication in the forms of body language, gestures, and visual dashboards was more significant than the role of email in everyday work. Also, Nzuwah (2024), found that supervisor communication that focused on recognition and team check-ins in bakery settings led to decreased absenteeism and increased morale. This finding is supported by Brown et al., (2019) who propose high-touch leadership communication in high-turnover settings.
Nevertheless, Calderon et al., (2024) points out that there is a risk of miscommunication in manufacturing when the communication between leadership is not always consistent within the shifts or across departments. The author’s findings revealed that the level of satisfaction was at its lowest when the frontline workers were given conflicting directives by various supervisors. As a result, manufacturing communication should be structured, time-based, and adjusted to the physical and demographic reality. Strategies that are suggested including using multilingual signage, briefings before shifts, and cross-cultural training (Al-Tarawneh and Al-Badawi, 2025).
2.7 Mediation of Leadership Communication by Psychological Safety.
Psychological safety is an important mechanism that recent literature is bringing into focus as a key means by which leadership communication can affect employee motivation, engagement, and job satisfaction (Mitterer and Mitterer, 2023). Psychological safety is a mutual understanding of employees that the workplace environment permits them to come up with ideas, ask questions, and make mistakes without the fear of being punished or even humiliated (Ibrahim and Hussein, 2024; Ewuzie and Obong, 2024). According to scholars, the role of leadership communication is decisive when it comes to this kind of an environment being established (Mota, 2024; Pacheco-Cubillos et al., 2024; Reyaz, 2024).
Transparent and supportive communication was reported by Konecna et al. (2026) to help leaders create an environment where employees are free to share their ideas and openly tackle their issues. Their qualitative research in a sample of Slovak organizations discovered that leadership practices that were typified by active listening, promotion of dialogue, and feedback receptiveness were very effective in improving psychological safety among the workforces. Such climate, respectively, enhanced teamwork and job satisfaction (Juslin et al., 2022).
Equally, Jin and Peng (2024) show that team communication behaviour has a significant mediating role between psychological safety and innovative performance. According to their empirical findings, published in PLOS ONE, the more leaders maintain an open and respectful communication, the higher the probability that employees will share knowledge, work together, and come up with creative solutions. This observation supports the fact that communication is not only a way of transferring information but also it predetermines the emotional climate of the teams.
The study conducted by Plezia and Moczydłowska (2025) also confirms the fact that the engagement of the employees is closely related to the psychological safety. Their research postulates that leaders who engage in communicative and inclusive ways, acknowledge contributions, and make positive responses to errors enhance greater engagements and trust among employees. In this kind of setting, the employees feel more eager to involve in the organizational work and put in discretionary efforts.
Psychological safety is especially important in an industrial context as the functioning pressure and the hierarchical nature of manufacturing companies dictates (Edmondson, 1999). In a study of blue-collar workers in the manufacturing industry of Pakistan, Ali and Rahman (2025) discovered that positive communication of supervisors greatly enhanced the effectiveness of a team through heightened levels of psychological safety. Employees who felt free to report mistakes or offer some form of improvement were more motivated and were more likely to engage in problem-solving processes (Tucker et al., 2002)
In addition, participative leadership communication has been associated with psychological safety and creativity. According to the results of the study by Song et al. (2025), the higher leaders involve employees in the decisions making, the more employees feel their psychological safety. This image in turn breeds teamwork and innovation in teams. However, certain researchers warn that psychological safety is not enough to ensure better performance in case communication is irregular or not supported by leadership behaviors. According to Usman et al. (2025), psychological safety works best when it is accompanied by both legitimate leadership behaviors and regular practices of communication. Lack of credibility and trust can make employees make out the messages by the leaders as shallow or symbolic.
In general, the literature proposes that psychological safety can serve as a pivotal mediator of leadership communication and the following important workplace outcomes, including engagement, motivation, and job satisfaction. More leaders who are open in their communication, supportive of feedback, and responsive to their employee input are likely to create psychologically safe spaces that improve the overall organizational effectiveness.
2.8 Internal communication Systems and Employee Engagement.
The other new current theme in the research of leadership communication is the role that internal communication systems play in enhancing employee engagement and organizational commitment. Internal communication can be defined as the organized information exchange of the leadership and employees by formal and informal media, such as meetings, digital media, feedback systems, and corporate messaging (Nasomboon, 2014). Imam, Sahi and Farasat (2023) state that internal communication is the major focus on strengthening the bond between the support of the supervisor and employee engagement. As their article which is published in the Corporate Communications: An International Journal shows, clear and regular communication by supervisors substantially increases the awareness of organizational goals by their employees and makes them more willing to help the organization in terms of its performance. The authors point out that internal communication is a process where leadership intentions are converted to employee behaviour.
Similarly, Nguyen and Ha (2023) also studied the relationship between internal communication, employee engagement, job satisfaction and employee loyalty in higher education. They have concluded that job engagement and organizational commitment are strongly predicted by effective internal communication. When employees are told the goals of the organization and they feel that they have been listened to, they are likely to establish a positive emotional attachment to the organization.
Lee, Kang, Kim and Yang (2024) also describe another significant perspective as the study of the connection between symmetrical internal communication and the employee-organization relationships. Their study indicates that the existence of two-way communication lines, where employees are allowed to voice opinions and get feedback on the same matters with the leadership, plays a great role in enhancing the level of trust and engagement. These communication systems using dialogue will foster transparency and make employees feel appreciated in the organization.
Additionally, to this argument, Yinusa and Ogoun (2024) state that the leadership approach to communication that includes regular messaging, feedback systems, and openness of the decision-making process are crucial factors in facilitating employee engagement and loyalty. In their research, they point at the fact that when communication goes well across the hierarchical lines, employees become more psychologically attached to the job and the organization.
The use of digital communication platforms to affect engagement is also discussed in recent studies. According to Apambila and Lippert (2025), employee engagement can be enhanced with the help of leadership communication with the internal social media platform, but it is essential to use it wisely and stimulate a discussion and appreciation. The authors, however, warn against digital communication taking the place of face-to-face communication between leaders and employees. Balakrishnan and Angusamy (2023) also focus on two-way asymmetrical communication in the mediation process between internal communication and employee engagement. They find that the more the employees perceive communication as responsive and interactive, the greater the chances that they will exhibit greater motivation and input on organizational activities.
Irrespective of such good results, researchers observe that poor internal communication can create confusion, distrust, and disengagement. The lack of coordination in communication channels or inconsistency in the messages by the leadership can destroy the level of confidence that the employees have and organizational cohesion (Thapliyal and Joshi, 2022). Overall, the literature indicates that an effective internal communication system can have a strong positive impact on employee engagement by boosting transparency, enhancing trust, and encouraging communication between leaders and employees. Companies that value systematic and collaborative communication methods will have higher chances of having motivated and contented work forces.
2.9 Leadership Communication and Employee Voice.
A new school of thought on leadership has also emphasized on employee voice because of good leadership communication. Employee voice is the free flow of ideas, suggestions, concerns, or opinions with the aim of enhancing organizational operations (Wilkinson, Mowbray and Barry, 2024). According to scholars, leadership communication is essential in the process of ensuring that employees are comfortable to raise their opinions in the workplace.
As mentioned by Mayfield, Mayfield and Nguyen (2024), leaders with motivating language, who explain the set goals clearly, are empathic, and offer constructive feedback, motivate the employees to actively take part in organizational discussions. Their research shows that the positive effect of motivating language employed by the leaders is on the employee voice behaviour in motivating their trust and psychological interest. Workers that believe that leadership communication is encouraging and respectful tend to present ideas and suggestions that can make the working processes and organizational decision making better. Likewise, Yang et al. (2024) investigated the connection between digital leadership and employee voice behaviour and concluded that communication practices. These works well enhance employee empowerment and work engagement. According to their study, employees have a greater sense of ownership to organizational outcomes when their leaders communicate freely and give them room to discuss issues with them. This feeling of empowerment encourages the employees to present new ideas and address issues that may be happening in the organization due to inefficiency.
The other point of view is presented by Jamaludin and Salleh (2025), who emphasize the importance of the organized communication systems in motivating the employee voice in the companies that are forced to undergo organizational transformation in the workplace. Their results indicate that leadership practices that lay emphasis on the open communication channels, participative dialogue, and feedback mechanisms are very effective in promoting the willingness of the employees to communicate constructive suggestions. When working in such environments, employees are made to feel that their opinions are appreciated, and their contributions could affect organizational decisions.
The significance of trust in leadership communication to facilitate the voice of employees is also highlighted by research by Iddrisu (2025). The author states that such leadership qualities as openness, honest communication, and equity will provide a conducive atmosphere in which employees will not be afraid of sharing their views without being punished. Most especially in hierarchical organizations where participation may be deterred by communication barriers, this is a relationship based on trust between the leaders and employees.
Besides this, Asghar et al. (2025) observed that the transformational leadership communication also has a significant impact on employee voice behaviour in terms of psychological empowerment. Their empirical research demonstrates that leaders that convey vision, encouragement, and recognition allow the employees to feel more confident to contribute to the idea and engage in the problem-solving process. This motivation empowers individual efforts and collaboration (Judge et al., 2004)
Nevertheless, researchers also admit that employee voice can be occasionally suppressed unwillingly in the context of leadership communication. According to Wilkinson et al. (2024), hierarchical cultures and authoritarian ways of communication may lead to the development of conditions in which employees do not say anything even when they have something of value to share. Employees could be afraid of being criticized or feel that their views will not be taken into consideration during decision-making. These communication barriers may decrease innovation, decrease employee engagement, and decrease organizational learning.
To conclude, the literature indicates that leadership communication has a great effect on employee voice behaviour because it determines the levels of trust, empowerment and openness in organizations. Leaders that create an open, participative, and respectful communication atmosphere are better placed to stimulate the employees to provide ideas and feedback. Effective communication, therefore, not only serves to increase motivation and job satisfaction but also organizational innovation and problem solving due to the participation of the employees.
[bookmark: _Toc222771144]2.10 Research Gap
Although most researchers concur that leadership communication has a positive impact, several researchers question its universality. To illustrate, Madsen, (2022) state that too much emphasis on participatory communication may impede decision-making in crisis prone settings. Calderon et al., (2024) confirm this observation and indicate that transformational communication cannot be effective when an organization is not ready to accept it. Budur (2020) questions the relevance of the transformational model in the authoritarian or collectivist culture where directive communication can be more effective. Emotional communication may also be seen as a sign of weakness or manipulation in these environments as opposed to sincerity.
On the contrary, Li and Zheng, (2025), claim that the emotionally intelligent communication, altered to the cultural standards, is effective all over the world. They espouse the need to use accommodating communication strategies to accommodate local practices but at the same time foster inclusiveness. Onyebueke, (2024), offers an intermediate, where directive is recommended in case of emergencies and participative at planning stages. This agrees with the Path-Goal Theory of leadership by House, which holds that leaders should Mold communication according to the situational and needs of the employees (House, 1996).
Although there is extensive research on the topic of leadership styles and their impacts on employee performance, there is still a significant gap in the isolation of leadership communication styles as a unique variable, especially in manufacturing settings (Zwozdiak-Myers, 2020). The research is mostly focusing on general leadership behaviors or in the service or public domain, which provides little information on high-pressure production-based industries such as the retail sector. Additionally, not so many studies consider the cultural and generational diversity of communication within the workplace setting, which exposes the workforce to miscommunication and consequently, prevent motivation and satisfaction. Also, the interplay of communication style and conflict resolution that is dynamic has not been fully explored under industrial settings. 
[bookmark: _Toc222771145]2.11s Summary of Literature
Even though there is plenty of literature, important gaps remain evident. First, not many studies have communication as a separate variable, most have confounded it with general leadership behaviour. Second, empirical studies within the manufacturing industry are few with most of the studies being done in service or public sectors. Third, the preferences regarding communication across generations and cultures are recognized but not properly incorporated into leadership structures. Finally, the long-term effects of leadership communication on motivation and satisfaction, specifically in the context of organizational change or crisis, need more longitudinal study.


[bookmark: _Toc222771157]Chapter 3: Methodology
3.1 Introduction 
The chapter has described the approach that was adopted in the research in detail based on the layered model of the Research Onion model by Saunders, Lewis, and Thornhill (2019). Research Onion is applied to a wide range of business and social science research to make methodological choices in a systematic way, descending to philosophical assumptions and up to the methods of data collection. This paper examines how leadership communication styles affect employee motivation and job satisfaction in Sainsbury, a manufacturing environment whose operational and strategic communication is strategic. The methodological design is a combination of philosophical assumptions, research methods, data gathering tools, and data analysis procedures, which are supported by a logical reasoning.
3.2 Research Philosophy
The Research Onion is topped by the highest layer the research philosophy, which outlines the perception of the researcher into the world and the way knowledge can be built up (Saunders et al., 2019). The research philosophy chosen in this study is the pragmatic research philosophy, especially when conducting research aimed at offering practical solutions to complex problems that exist in the real world. According to Creswell and Plano Clark (2017), pragmatism enables the researcher to employ both objective and subjective methods in the process of conducting the research based on the character of the research question. 
Pragmatism has been selected as an appropriate philosophy, especially since it is a very suitable philosophy that can be used in solving complex real-world issues that both require objective and subjective means of solving them (Elgeddawy et al., 2024; Abbasi et al., 2025). Pragmatism is more appropriate than positivism or interpretivism to use in this study because it is flexible and adaptable (Smith et al., 2021). According to Creswell and Plano Clark (2017), pragmatism permits use of both quantitative and qualitative approaches, as per the research question, which is consistent with the mixed-methods design in the research. This is why pragmatism should be the best option because study focuses on investigating the leadership styles of communication, with both quantifiable results (e.g., the degree of motivation and job satisfaction), and soft and warm elements of communication perception among various occupational groups and demographics (Rigaud et al., 2024).
Pragmatism provides a way of balance thus realizing both sides unlike positivism as it is inclined towards more objective data and scientific tools or interpretivism as it focuses more on subjective experiences and insights (Braun and Clarke, 2006). Through this, it will provide a more in-depth insight into the not only the numerical data but the real underlying meanings, experiences, and perceptions which motivate employees and provide them with job satisfaction within a manufacturing environment such as Sainsbury. Moreover, pragmatism advocates the mixed method approach (Morgan, 2014) which is part of the research strategy, allows to obtain statistical data with the help of surveys and qualitative data with the help of interviews. Such correspondence to practical and holistic approach would render pragmatism more relevant to the goals of the study than the other philosophies.
Pragmatism can also be suitable when the researcher uses mixed methods, because in this way, it allows the researcher to use quantitative instruments to identify patterns and qualitative ones to identify meaning (Morgan, 2014). Since communication is a process and an experience, this philosophy encourages the integration of the use of numbers and narrative inquiry as a way of creating a more comprehensive perspective of how leadership communication impacts organizational performance within a manufacturing context.
3.3 Research Approach
The second level of the onion is the research approach that defines the interaction of theory and data in the study. The approach used in this research is an abductive approach, which fills the gap between the deductive and inductive traditions (Hyde, 2000). The abductive strategy starts with the observed phenomena and passes through a process of theory and empirical data, repeating until it explains the observed phenomena (Kistruck and Slade Shantz, 2022). This research begins with the existing theories, especially Transformational Leadership Theory, which offers a starting conceptual framework. Nonetheless, it also provides an opportunity that unforeseen results could be achieved based on information gathered with the help of surveys and interviews.
The abductive method is particularly applicable in organizational settings where human behaviours re complicated and therefore may not easily fit the theory (Hampson and McKinley, 2023). According to Timmermans and Tavory (2012), abduction enables creative theorizing as it is the process that enables researchers to adjust theoretical assumptions based on empirical surprises. In this research, abduction will allow incorporating both the empirical evidence and the theoretical improvement, which will provide a more contextualized account of the influence of communication styles on motivation and job satisfaction in Sainsbury (Biddle et al., 2023).
3.4 Methodological Choice
The methodological choice implemented in this study is that of the mixed methods. This decision can be explained by the character of the research problem that needs to be both generalized and in-depth (Mphale et al., 2024). According to Creswell and Creswell (2018), mixed-method research enables a triangulation of sources of data, which increases validity and provides a holistic view of the phenomenon in question.
The sequential explanatory design has been adopted wherein the study commences with quantitative data gathering by use of structured surveys, and subsequently qualitative data gathering using semi structured interviews (Zikmund et al., 2010; Dube et al., 2024). Such design gives the early statistical tendencies an opportunity to define and guide the following qualitative investigation, which makes the research process iterative and reflexive. The survey will measure the relations between variables like leadership communication style and job satisfaction. A sequential explanatory design that involves quantitative data collection and qualitative data collection is usually desired in such cases when the researcher is interested in knowing the general trends or patterns of a large sample first and then in detail using the qualitative data collection method (Johnston, 2014; Etikan et al., 2016). This design will facilitate a step-by-step process that is clear with the quantitative results that can inform the next qualitative process. In this case, the preliminary surveys involving the leadership communication styles and job satisfaction will also give the statistical data that could enable to determine the relations between the variables. The semi-structured interviews can be informed and guided by these results, and thus the data collected by the qualitative method will be tightly connected with the patterns observed during the quantitative stage (Collis and Hussey, 2014).
This will make findings more valid since this approach gives a rounded view. The quantitative step makes sure that the research is based on numerical data, which provides the general overview of the phenomenon (Akbulut, 2025). Qualitative phase then assists in interpreting and explaining such findings, and a more nuanced and holistic view of the topic (Okoli, 2023). However, a concurrent design, in which both kinds of data are collected, might restrain the richness of the qualitative exploration since the investigator would have to analyze both sets of data without one set informing the other. Also, sequential designs are regarded to be more appropriate to use when the main object of the study is to investigate the context of the statistical trends, as is the case with leadership communication and job satisfaction.
3.5 Research Strategy
This research follows a quantitative approach, which implies that the study will use a primary approach, with Sainsbury as the scope of the research (Higginson, 2023). Primary research is suitable when the objective is to have a profound insight on a phenomenon in its real-life context (Yin, 2018). Sainsbury has been selected because it was chosen based on the criteria of accessibility, complexity of organization, and its applicability to the goals of the research. The company is within a high demand production environment that requires good communication to be a key element to operational efficiency, employee engagement, and retention.
According to Robson (2011), case study approach is especially effective in the context of responding to how and why questions, something that is aligned with the scope of this research, because of the impact of communication styles on motivation and satisfaction. Additionally, the case study allows the researcher to consider the contextual issues whereby cultural diversity, hierarchical structures and operational pressures are all contextual factors that are part of communication dynamics within manufacturing organizations (Bryman, 2006; Gloc, 2024).
3.6 Time Horizon
This study employs a cross-sectional time horizon, which is the one where the information is gathered at one point. Although longitudinal study would enable the study of changes over time, cross-sectional approach is more practical in the limitation of this research project (Baumeister et al., 2025; Xueying et al., 2025). The paper by Saunders et al. (2023) clarifies that cross-sectional studies are appropriate when the purpose of undertaking an exploratory and explanatory research is to determine the relationships between variables without necessarily following them throughout a long period.
3.7 Techniques and Procedures
This research will involve both the validated research instruments as well as primary data sources (Yuwono and Rachmawati, 2023). The quantitative stage will entail the implementation of a structured questionnaire to a group of workers in Sainsbury. The survey consists of questions that have been modified based on the existing tools like Multifactor Leadership Questionnaire (MLQ-5X) by Bass and Avolio (1995) and Minnesota Satisfaction Questionnaire (MSQ) (Weiss et al., 1967) commonly used in leadership and HR research. to make the questions used in the survey relevant in the Sainsbury context, both Multifactor Leadership Questionnaire (MLQ-5X) and Minnesota Satisfaction Questionnaire (MSQ) were modified. These changes were needed to capture the environment, culture, and the roles of employees in Sainsbury. In the case of the MLQ-5X that determines the leadership styles, the questions were formulated to capture the leadership practices of the company especially in matters that involve the management of customer facing teams and the adoption of new policies in the stores. To illustrate, the generic question, which is, "How often does your manager encourage you to be innovative?" was changed to incorporate, how often does your manager encourage you to take initiative to improve store operations? On the same note, in the case of the MSQ which measures the satisfaction of employees, questions were modified to accommodate the reality of working in a retail setting. As an example, the question "How satisfied are you with the opportunity of advancement? was rephrased to be How satisfied are you with promotion opportunities in your department? Moreover, the question on the work-life balance was amended to consider the characteristics of the Sainsbury scheduling methods with references to the shift employment and flexibility in the retail environment (Hayes, 2017). 
In general, these changes enabled the survey to encompass the dynamics of leadership communication and employee satisfaction that can be directly related to the daily work experience of the participants in Sainsbury. The rating is done using the 5-point Likert scale to detect the frequency and the effect of various leadership communication behaviours, the level of employee motivation, and employee satisfaction (Wikaningrum and Yuniawan, 2018)
In the quantitative survey; the participants will be selected under stratified random sampling to have a representation of operational, supervisory and administrative staff. This would be a target population of 100 respondents, and this will be sufficient to analyse the findings statistically through correlation and regression theorizations (Elliott, 2025). A sample of 100 respondents is often considered a reasonable balance between feasibility and statistical robustness, providing enough data to conduct correlation and regression analyses while keeping the process manageable (Hair et al., 2021). Furthermore, this sample size allows for the representation of different employee roles, such as operational, supervisory, and administrative staff, which is critical for understanding the diverse perspectives within Sainsbury’s. The criteria to be used in the selection are years of experience, the number of people on a team, gender, and exposure to various leaders, among others, to be able to obtain a diversity of perspectives.
The SPSS software is used in analysing the quantitative data (Pallant, 2020). Descriptive statistics are utilized to generalize the demographic and response patterns, whereas the test of hypotheses relating the leadership communication styles and the employee results is conducted with the help of inferential statistics like Pearson correlation and linear regression.
3.8 Ethical Considerations
Responsible research is based on ethical rigor. This research abides by the ethical principles of the University of Wales Trinity Saint David and British Educational Research Association (BERA, 2018). Every participant will be issued with a comprehensive information sheet of the purpose of the study, the data usage, and confidentiality arrangements. Informed consent will be taken in written form, and participants will be assured that they will not suffer any repercussions in case they choose to pull out of the study (Gray, 2019).
Anonymity of all participant data is ensured through data encryption and storage of electronic files in encrypted password-protected folders. All the data collected in the surveys will be encrypted when transmitting and storing to guarantee compliance with the GDPR and domestic data protection regulations. This encryption protects personal data, and thus it will be confidential and secure against unauthorized accessibility. Also, the access to data will be granted only to the authorized personnel, and it will be in line with the principles of data security. Raw data are only available to the researcher and results are reported in aggregate form to avoid identification of individuals or departments. Since there is a possibility of power equilibrium, particularly when considering the lower-level employees, interviews are held in a private and neutral environment so that they are open and less influenced by response. The data will be stored within a period of one year after publication and thereafter destroyed safely according to the law of data protection.
3.9 Methodological Limitations.
Even though the methodology is solid and corresponds to the aims and goals of the research, one should note its drawbacks. The cross-sectional design restricts the possibility to make causal conclusions and track the long-term tendencies. In addition, the case study approach implies that the results cannot be automatically extended to other manufacturing companies, but they can be extended to the similar situations. The second weakness is the use of self-reported data, which can be affected by the social desirability bias or personal complaints. Triangulation, reflexivity, and member-checking are the actions taken to reduce these risks.
3.10 Chapter Summary
The chapter has identified the research design in terms of the Research Onion by Saunders et al. (2019) philosophical underpinning, methods and procedures adopted in data collection and analysis. The complex interaction between leadership communication style and employee outcomes in the Sainsbury has been under investigation by adopting a pragmatic, abductive as well as mixed-methods case study approach. The quantitative and qualitative data will enable the study to have a complete picture of the research problem to prepare a stage of the findings and analysis that will be presented in the following chapter.


Chapter 4: Analysis
[bookmark: _Toc222771158]4.1 Introduction
The findings and discussion of the data collected in this research are introduced in Chapter 4. The chapter also explores the demographic details of the participants studied, which forms the basis of being able to know how leadership communication styles affect employee motivation, job satisfaction, and performance. The demographic data covers age, gender, length of tenure, job position and department, which provides the necessary background information in understanding the further findings. The variables will provide information about the workforce structure in Sainsbury and the possible differences in how employees with a different background perceive and react to leadership communication. 
[bookmark: _Toc222771159]4.2 Demographic Analysis
The following table provides the demographic analysis for the sample used in this research
Table 1: Demographic Distribution
	Variables
	Categories
	Frequency
	Percent

	Age
	18-25
	86
	19.1

	
	26-35
	150
	33.3

	
	36-45
	88
	19.6

	
	46-55
	86
	19.1

	
	56+
	40
	8.9

	Gender
	Male
	194
	43.1

	
	Female
	129
	28.7

	
	Non-binary
	88
	19.6

	
	Prefer not to say
	39
	8.7

	Tenure
	Less than 1 year
	109
	24.2

	
	1-3 years
	126
	28

	
	3-5 years
	97
	21.6

	
	More than 5 years
	118
	26.2

	Role
	Supervisor
	112
	24.9

	
	Administrative Staff
	221
	49.1

	
	Manager
	117
	26

	Department
	Management
	168
	37.3

	
	HR
	129
	28.7

	
	Sales
	100
	22.2

	
	Other
	53
	11.8



The demographic profile indicates the presence of a heterogeneous workforce, with the main tendencies which give a better insight into the sample of the study. Most of the respondents are between the 26-35 age groups (33.3%), implying a younger and more energetic working population. The group can potentially be more open to modern, transformational ways of leadership communication as these are based on the principle of engagement, motivation, and individual feedback. Moreover, a considerable number (28%) have been working in the business between 1-3 years meaning that the employees are relatively new and may be still becoming accustomed to the rules of organizational communication. There is a higher male representation (43.1%), then it is non-binary (19.6%) and female employees (28.7%). Such diversity highlights the need to adopt inclusive methods of communication that would accommodate diverse gender identities. In terms of roles, administration staff comprise the majority (49.1%), managerial (26%) and supervisory roles (24.9%) are also very representative. These distinctions emphasize the necessity of different communication approaches at different levels of hierarchy, where the leaders personally at the top of a hierarchy might be addressed using more strategic and formal communication, and the lower-level employees might be served better through more frequent and supportive communication.
4.3 Descriptive Statistics
The descriptive statistics section entails the excerpt of the survey data with reference to the leadership communication practices. In this analysis, the perception of the participants regarding the clarity, effectiveness, and motivational influence of the communication styles of their leaders is measured. The table has the average means and standard deviations of the different survey items representing experience and level of satisfaction among the employees. The meaning tells us the average of the responses to each statement to the standard deviation which tells us the variability of responses so that we can see how consistent the employees are in their perception of leadership communication (Caldwell, et al., 2025)
Table 2: Descriptive Statistics
	Descriptive Statistics

	 
	Mean
	Std. Deviation

	My leader communicates clear expectations regarding job responsibilities.
	4.0889
	0.89598

	My leader actively listens to employees' concerns and feedback.
	4.0556
	0.88241

	My leader’s communication fosters an open and transparent work environment.
	4.1022
	0.82998

	My leader communicates in a way that motivates employees to achieve organizational goals.
	4.1067
	0.84009

	My leader provides constructive feedback on performance in a timely and respectful manner.
	3.9733
	0.86978

	The communication from my leader helps me understand my role and tasks better, which increases my motivation.
	4.0111
	0.88409

	I believe that my leader’s communication style positively influences my work performance.
	3.9956
	0.94856

	The way my leader communicates creates a sense of excitement and commitment to my work.
	4.04
	0.95007

	I feel encouraged by my leader to pursue my professional development within the company.
	4.0467
	0.89296

	I receive regular feedback from my leader regarding company goals and objectives.
	4.0733
	0.90849

	The communication from my leader has varying effects on my stress levels and job satisfaction.
	4.08
	0.89183

	At times, I may not receive feedback or recognition from my leader as frequently as expected.
	4.0556
	0.91706

	I experience different levels of clarity and consistency in communication from my leader.
	4.1267
	0.88262

	The communication style of my leader can vary depending on the situation.
	4.0867
	0.92192


The table presents a range of responses about leadership communication styles and their impact on employee experiences. The mean scores for most items are relatively high, indicating that employees generally perceive their leaders' communication positively. For example, "My leader communicates clear expectations regarding job responsibilities" (mean = 4.0889) and "My leader actively listens to employees' concerns and feedback" (mean = 4.0556) both show a positive inclination, suggesting that employees feel well-informed and valued in terms of communication.
The lowest mean score is for "My leader provides constructive feedback on performance in a timely and respectful manner" (mean = 3.9733), suggesting room for improvement in the consistency and quality of feedback. However, the standard deviations are generally moderate, indicating that while employees largely agree on the effectiveness of communication, there is some variation in perceptions. For instance, "My leader provides constructive feedback" has a standard deviation of 0.86978, reflecting more variance in how feedback is received across the workforce.  Other areas, such as the motivational impact of communication ("The way my leader communicates creates a sense of excitement and commitment to my work" - mean = 4.04) and support for professional development ("I feel encouraged by my leader to pursue my professional development" - mean = 4.0467), also show strong responses, indicating that employees feel inspired and supported in their roles.
Overall, the descriptive statistics suggest that while employees generally perceive leadership communication positively, there are specific areas where improvements could be made, particularly in feedback timeliness and recognition.
[bookmark: _Toc222771160]4.3 Reliability Statistics 
The reliability statistics section presents a measure of consistency and reliability of the survey items that will be used to measure leadership communication and how it influences employee motivation and job satisfaction. The internal consistency is measured using Cronbachs Alpha, which is a measure of the relationship between the items in gauging the same construction (Izah et al., 2023). An increase in the Cronbachs Alpha means that the measurement scale is more reliable.
Table 3: Reliability Statistics
	Reliability Statistics
 

	Cronbach's Alpha
	N of Items

	0.936
	14



The Cronbachs Alpha of 0.936 on the 14 items is very high implying that the survey instrument is very reliable internally and has excellent internal consistency. This implies that the questions included in the questionnaire are strongly correlated and can adequately measure the constructions of interest and as such, the findings can be relied upon and replicated. The reliability of the scale is high and enhances the validity of the results, whereby one can depend on the accuracy of the findings, using the survey data.
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The results of the correlations in table 4 demonstrate the correlation between leadership style, employee motivation, and job satisfaction. These values quantify and point the associations between the variables, which present information about the leadership communication effect on the attitudes and performance of employees.
Table 4: Correlation Analysis
	 
	Leadership Style
	Employee Motivation
	Job Satisfaction

	Leadership Style 
	1
	
	

	Employee Motivation 
	.759**
	1
	

	Job Satisfaction
	.704**
	.681**
	1


Leadership Style and Employee Motivation have a very significant positive relationship with a correlation value of r = 0.759 and a p value of less than 0.01. This implies that leadership behaviors in terms of communication and interaction with their employees significantly affect their motivation. In the same manner, Leadership Style and Job Satisfaction also exhibit a positive relationship, which is significant (r = 0.704, p < 0.01), meaning that effective communication in leadership leads to the overall positive satisfaction of employees with their jobs. The finding that Employee Motivation and Job Satisfaction have a moderate relationship (r = 0.681, p < 0.01) is also evidence that motivated employees tend to report more job satisfaction. These findings underscore the necessity of leadership communication in the promotion of both motivation and satisfaction, which would imply that one of the key aspects that organizations should consider is effective communication to promote the performance of employees.
[bookmark: _Toc222771162]4.5 Regression Analysis
Hypothesis 1: Hypothesis 1 indicates that leadership communication styles play a critical role in employee motivation. Regression analysis is conducted to ascertain the strength and character of the relationship between leadership style and employee motivation. The findings shown in the table are very important insights into such a relationship and that include the model summary, ANOVA results, and the coefficients that can be used to explain the special contribution of leadership style to motivation.
Table 5: Regression analysis- Hypothesis 1
	Model Summary
 
 
 
 

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.759a
	0.577
	0.576
	0.49707


				
	ANOVAa

	Model
	 
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	150.814
	1
	150.814
	610.392
	.000b

	 
	Residual
	110.691
	448
	0.247
	 
	 

	 
	Total
	261.505
	449
	 
	 
	 



	Coefficientsa

	Model
	 
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	 
	 
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	0.548
	0.143
	
	3.842
	0

	 
	Leadership Style
	0.855
	0.035
	0.759
	24.706
	0



The regression model applied to Hypothesis 1 reveals that there is a good positive correlation between leadership style and employee motivation with the value of R being 0.759 and R-squared is 0.577. This translates to the fact that the leadership communication styles can explain about 57.7 percent of the variance in the employee motivation, which is a considerable percentage. The F-statistics (610.392) is very critical with p-value < 0.001 which means that the model fits well and that the leadership style is a predictive factor of motivation.
The leadership style unstandardized coefficient is 0.855 with a standardized coefficient (Beta) is 0.759 both are significant at level 0.000 level. This is an indication that the employee motivation will be raised by 0.855 units with every unit shift in the leadership style variable. This is further supported by the t-value of 24.706 which indicates the strength of the relationship. These findings provide a solid support to the hypothesis, which states that good leadership communication has a positive influence on the motivation of employees. The fact that R-squared is not greater than 0.577, however, allows considering that there are additional factors, which impact on employee motivation, in addition to leadership communication. Additional variables that may be investigated in further research include organizational culture, working environment and team dynamics.
Hypothesis 2 explores whether leadership communication styles have a significant relationship with employee job satisfaction. A regression analysis is conducted to test the hypothesis and give a model summary, ANOVA and coefficients which are used to determine the effectiveness of the leadership style in explaining the variations in job satisfaction.
Table 6: Regression Analysis- Hypothesis 2 
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.704a
	0.495
	0.494
	0.54763



	ANOVAa

	Model
	 
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	131.798
	1
	131.798
	439.48
	.000b

	 
	Residual
	134.353
	448
	0.3
	 
	 

	 
	Total
	266.151
	449
	 
	 
	 



	Coefficientsa

	Model
	 
	Unstandardized Coefficients
 
	Standardized Coefficients
	t
	Sig.

	 
	 
	B
	Std. Error
	Beta
	 
	 

	1
	(Constant)
	0.836
	0.157
	 
	5.318
	0



The regression findings of Hypothesis 2 indicate that leadership style has a significant relationship with job satisfaction. The R-value of the model is 0.704 and the R- squared is 0.495, indicating that the leadership style explains close to 50 per cent of the change in job satisfaction. The F-statistic (439.48) is very high with a p-value of 0.000, which proves that the correlation between leadership style and job satisfaction is statistically strong.
The standard deviation coefficient of leadership style is not standardized; it is 0.836 and the standardized coefficient (Beta) is 0.704. This means that an increment in the leadership style of one unit leads to an increment in the job satisfaction of 0.836 units. Statistical significance of such a relationship can also be supported by the t-value of 5.318. The findings confirm Hypothesis 2, which states that the issue of leadership communication is a significant determinant of job satisfaction. Nonetheless, the R-squared value (0.495) is rather moderate, which indicates that other variables, including work-life balance, salary, or personal values, also influence employment satisfaction. It would help to consider more variables that could affect job satisfaction with the purpose of developing a more holistic picture of employee welfare in reference to leadership communication in future research.
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The objective and goal of the study was to determine how leadership communication style affects employee motivation and job satisfaction at Sainsbury. To achieve that, a wide and varied sample of employees in various departments, roles, and tenure duration at the firm was used to gather the evidence. The research utilized a quantitative method of study that involved the use of structured survey, and statistical methods of regression and correlation analysis to evaluate the relationship between leadership communication and the outcomes of employees. The results demonstrated the strong positive correlation between the styles of leadership communication and the employee motivation and job satisfaction, which highlights the importance of effective leadership communication in promoting employee involvement as well as satisfaction in the retail context.
The findings of this research provide important information on the effectiveness of leadership communication styles in motivating and satisfying employees at Sainsbury. The results of regression and correlation analyses confirm the significance of leadership communication in determining motivation as well as job satisfaction. These results can be related to the theories and the empirical data in Chapter 2, specifically, the transformative nature of the leadership communication in the transformational leadership model, Leader-Member Exchange (LMX) theory, and the motivational theories such as Self-Determination Theory.
The positive correlation between leadership style and employee motivation (r = 0.759) is high confirming that the styles of communication adopted by the leaders are critical in improving the motivation of employees. This is in line with Avolio (1999) and Santoso et al. (2022) who propose that transformational leadership promotes intrinsic motivation via supportive and relational communication. By being inspirational and providing straight forward messages, transformational leaders can create a sense of appreciation and involvement in the employees. The descriptive statistics also support this idea as high mean values are achieved especially on such items as My leader communicates in a way that motivates employees to achieve organizational goals (mean = 4.1067), which indicates a general agreement among the employees about the effectiveness of motivational communication of their leaders.
The R-squared value of 0.577 shows that leadership communication effects, however, influential though they are on level, contribute to motivation, but only slightly more than 50 percent of the overall variance. This implies that motivation is also affected by other factors e.g. work environment and personal personality traits. More studies can be done on these other variables to have a more comprehensive picture of what makes the employees motivated in the retail sector. In the same regard, the regression test of Hypothesis 2 indicates a strong correlation between leadership communication and job satisfaction with an R-squared of 0.495. This value is slightly less than the R-squared of employee motivation, but nevertheless, it does show that leadership communication is a predictive variable of job satisfaction. The findings are in line with the research conducted by Bass and Riggio (2006), who postulate that transformational leaders develop job satisfaction by demonstrating mutual respect and open and transparent communication. Also, the positive relationships between the leadership style and job satisfaction (r = 0.704) contribute to the fact that employees who view their leaders as communicative and supportive are more prone to job satisfaction.
The descriptive statistics show that the employees said they felt motivated by their leaders to engage in professional development (mean = 4.0467), which can lead to their satisfaction in general. Jo and Shin (2025) and Ramirez-Lozano et al. (2023) also emphasize how leadership communication enables fairness, recognition, and role clarity, which are the key elements of job satisfaction. However, the moderate value of R-squared indicates that there are other factors which like compensations and career development opportunities can also contribute to job satisfaction as observed in the work of Findarty (2025).  
The research also points out the need to have contextually appropriate communication. Communication that is easy to understand and inspiring, as witnessed in the descriptive statistics, has the tendency to enhance the employee’s commitment to their work, which brings about some sense of excitement and a positive work environment. These results reflect the arguments by Cerasoli (2025) and Schiuma et al. (2024), who affirm that transformational leaders, in their communicative behaviours, are better in attracting workers and motivating performance. This is especially practical when Sainsbury is considered, where the employees are heterogeneous, and the leadership communication should be based on different cultural and generational demands.
Alongside the close positive relationship between the leadership communication and employee motivation and job satisfaction, there are also the findings that show the significance of the context under which leadership communication occurs. The study emphasizes that communication styles are likely to have a great impact on the perception of employees about their jobs, organizational objectives, and feeling of belonging to the company. With employee leaders who are perceived to communicate in a manner that is clear, open and supportive, employees are more likely to be motivated to participate in their work and thus make a meaningful contribution towards the success of a given organization. Sparticularly, transformational leaders, whose communication style is inspiring, can develop a favourable organizational culture that leads to the satisfaction and motivation of employees (Avolio, 1999; Santos et al., 2022). 
The descriptive statistics with the large means of such items like My leader communicates in a manner that encourages employees to meet organizational objectives (mean = 4.1067) shows that most employees agree with the fact that communication strategies that are used by their leaders are effective. This finding falls in line with what is reported in the literature on transformational leadership, where it has been pointed out that the leader must be able to inspire and motivate his/her followers through effective and meaningful communication (Bass & Riggio, 2006). 
Additionally, the fact that the R-squared of 0.577, meaning that the leadership communication explains over 50 percent of the variation in the motivation of the employees, concurs with the argument, which states that effective leadership communication is a critical factor that determines employee motivation in the retail industry. Nevertheless, the value of R-squared also implies that there are other factors which determine the motivation, including the work environment, and personal personality characteristics that should be considered in the future studies. Although the impact of leadership communication on workers and job satisfaction cannot be ignored, other parameters, including salary, career growth, and work-life balance, also influence these behaviours. The study established that the moderate level of R-squared of job satisfaction (0.495) implies that the leadership communication is not the only factor that can make employees generally satisfied with their jobs. This observation is consistent with the research of Findarty (2025) who pointed out that although leadership is communication is a crucial factor in the workplace, other elements of the work environment including adequate pay and career progressions, among others are also important in defining job satisfaction. Thus, the research in the future can deepen the investigation of the interdependence of leadership communication and these other variables to give a more complex picture of employee satisfaction and motivation.
The other interesting research outcome is that there is need to have contextually appropriate communication in diverse workforces. The descriptive statistics imply that the employees appreciate communication which is not only easy to comprehend and understand but also inspiring and motivating. The identified finding is particularly applicable to the context of Sainsbury, in which the workforce is heterogeneous, and the employees belong to different cultural and generational groups. In this respect, the leadership communication strategies must be adapted to the needs of various groups of employees. This can be compared with the research by Cerasoli (2025) and Schiuma et al. (2022) that holds that transformational leaders can effectively address the needs of employees of various backgrounds by changing their communication patterns to suit the needs of various cultures and generational differences. In that sense, leadership communication must be adaptable, where the leaders must have the needs and preferences of their teams in perspective to make all the employees feel appreciated and part of the team. Another important issue that the research brings to the fore is the role of leadership communication in promoting an ideal work environment. Motivated employees who have their leaders support them tend to make better contributions to the organization leading to increased levels of job satisfaction and organizational commitment. The results suggest that in the cases where the leadership communication is clear, transparent, and supportive, it contributes to the establishment of the work environment in which the employees feel recognized and valued. This in turn results into more employee engagement and sense of belonging to the organization. The value of recognition, fairness, and role clarity, mentioned by Jo and Shin (2025) and Ramirez-Lozano et al. (2023), also supports the value of communication to the creation of positive organizational culture that facilitates the satisfaction and performance of employees. Also, the paper highlights the necessity of constant advancement of the skills in leadership communication in the organization. In the changing world of the retail industry and more diverse workforce, leaders must be empowered with the expertise to effectively communicate with the diverse staff. This goes beyond the capability of providing clear and motivational messages to the workforce but also their capability to vary their communication style to suit the evolving needs of the workforce. Investing in the leadership development programs that centre on the communication skills, Sainsbury will be able to achieve the goal of making sure that its leaders are ready to communicate with the employees and achieve motivation and job satisfaction in the ever-growing competitive and diverse organization in the retail sphere. To summarize, the results of this study make a valuable contribution to the knowledge about the impact of the leadership communication on employee motivation and the levels of job satisfaction in Sainsbury. The fact that leadership communication is positively related to these outcomes illustrates the importance of communication in the development of a highly motivated and satisfied work force. Nevertheless, the study further reveals that employee satisfaction and motivation levels must be assessed based on other issues including work environment, remuneration, as well as career development possibilities. The necessity of the contextually relevant communication especially within a diverse workforce also contributes to the significance of the customized communication strategies. The research on the interaction of leadership communication and other variables that affect employee motivation and job satisfaction should be researched in the future providing a more comprehensive picture of the variables that make employees engaged and ensure organizational success in the retail industry.
[bookmark: _Toc222771164]4.7 Chapter Summary 
The analysis of the research findings is presented in chapter 4 and the attention is paid to the connection between leadership communication styles and employee motivation and job satisfaction at Sainsbury. The chapter starts with a demographic analysis of the sample that lays emphasis on various important factors of age, gender, tenure, role, and department. It then gives descriptive statistics to determine how the employees perceive their leaders on the practice of communication. The findings have indicated that there are strong positive relationships between the leadership style, employee motivation and job satisfaction. Regression analysis also serves as an indicator to confirm the hypothesis that leadership communication has a positive impact on motivation and satisfaction, and particular areas can be improved in terms of closer feedback consistency.






[bookmark: _Toc222771165]Chapter 5: Conclusion and Recommendations
The study examined how leadership communication styles affected the employee motivation and job satisfaction within Sainsbury, a large UK based retail organization. In particular, the research was concerned with the insight into the impact of different leadership communication styles, such as transformational, transactional and others, on the levels of motivation and general job satisfaction of the employees. Through such relations, the study was supposed to offer more information on how communication can be used by leaders to create a motivated, satisfied workforce within a retail setting.
The research was conducted using a quantitative method that involved the use of structured survey to gather data with the employees working in various departments, positions and various durations at Sainsbury. The analysis of data involved descriptive statistics, correlation analysis and regression models, which contributed to the discovery of the significant relations between leadership communication and employee outcomes. These findings demonstrated that leadership communication is a primary foreteller of motivation and job satisfaction, and transformational leadership communication has a significantly favourable effect on them.
The research study involved the influence of leadership communication style especially transformational communication on employee motivation and job satisfaction in Sainsbury, a large retail organisation in United Kingdom. The study aimed at discovering the effects of various communication styles on motivation level and overall job satisfaction among the employees in a retail setting through transactional communication styles and transformational styles among others. A quantitative research approach was applied in this study which incorporated structured survey where data was collected among employees in different departments, roles and length of tenure at Sainsbury. Descriptive statistics, correlation analysis and regression models were used to analyse the data and the significant relationships between leadership communication and employee outcomes were identified. The results were that the communication of Leadership and more so transformational leadership is very important in increasing the motivation and job satisfaction of employees.

Though the findings prove the positive impact of the leadership communication on the employee motivation and job satisfaction, the weak aspects were also revealed. These encompass the fact that there should be improved timeliness and consistency in feedback which were areas that could make the overall leadership communication to be more effective. The research adds significant contributions to the leadership communication within the retail sector and offers valuable implications to the theory and practice.
Although the results indicate that the effectiveness of leadership communication is effective in boosting motivation and job satisfaction, other aspects in which leadership communication practices can be advanced were also noted in the study. As an example, timeliness and feedback consistency were noted as some of the areas that needed to be addressed. Summing up, the study has contributed to the knowledge of communication related to leadership in the retail industry and has given important implications to both the theory and practice.
[bookmark: _Toc222771166]5.1 Practical Implications
This study has practical implications especially on the organizations, particularly those that are in high pressure and have high number of labours such as the retail industry. To Sainsbury, the results indicate that it is important to invest in leadership training, which is centred on communications skills. Effective communication strategies can greatly improve job satisfaction and motivation among employees, and this may translate into high performance and less turnover when the leaders are well equipped with communication strategies. The research demonstrates that transformational leadership communication with its distinctly communicative, empathetic, and motivational messages affects the outcomes among the employees especially well. Such kind of communication promotes a good working atmosphere and helps the workers to get deeper into their working. Consequently, Sainsbury ought to be keen on enhancing transformational leadership among the management staff members, wherein leaders are required to listen to their staff members, give prompt feedback, and communicate the company objectives and vision in a manner that appeals to employees.
The study has significant practical implications especially to organisations operating in pressure fields like the retail industry where huge workforces are common. The results show that Sainsbury, and other organizations, should lay more emphasis on investing in leadership training programs that should be aimed at enhancing communication skills among leaders. Leadership communication strategies have the potential to enhance job satisfaction and motivation which results in growth in performance and lower turnover. Organizations can learn to inspire, empathize, and be transparent with their leaders by providing them with the necessary tools to motivate and engage their employees better.
The study identifies the significance of transformational leadership communication that is exemplified by direct, sensitive, and encouraging messages. Transformational leaders have an opportunity to foster a good working atmosphere in which the staff feel appreciated, respected, and more committed to their jobs. Such a type of communication makes employees connect their personal objectives with organizational ones which brings about additional sense of purpose and satisfaction to the employees. As the results indicate, Sainsbury will deem it necessary to consider building on transformational leadership skills among its managerial staff, where the focus should be on leaders who are enthusiastic listeners to their employees, who offer constructive feedback and communicate the objectives and vision of the company in a way that employees will hear.
Besides, the organizations should be aware that leadership communication is not universal. The employees in the work environment are also diversified in Sainsbury; employees vary in terms of age, cultural and experience levels. This way, communication plans are to be developed to accommodate the specific interests and expectations of every group. This may involve changing the communication styles to meet the different cultural and generational demands and ensuring that every employee feels a part of the organization. This personalization of communication will increase their satisfaction with the employees and motivate different teams.
[bookmark: _Toc222771167]5.2 Theoretical Implications
Theoretically, this research will add to the existing literature surrounding leadership communication, employee motivation, and job satisfaction, especially in the retail sector. The research affirms the applicability of transformational leadership theory and Leader-Member Exchange (LMX) theory to describe the impact of leadership communication on the outcome of employees. By reflecting on the beneficial outcomes of transformational leadership communication in motivating employees and enhancing work satisfaction, the study complies with the made available studies that underscore the importance of emotionally intelligent, clear, and involving communications in establishing favorable working conditions.
In addition, the research brings about fresh information on how the leadership communication influences employee motivation and job satisfaction. The high correlations observed between communication styles and employee outcomes give empirical evidence to the argument that communication is not simply a channel through which information flows but an effective means through which the attitude and behaviors of employees can be moulded. This is congruent to the concepts suggested by Graen and Uhl-Bien (1995) in the LMX theory, where communication is at the core of developing trust and reciprocity between the leader and the employees. 
In theory, this study contributes significantly to the body of knowledge on leadership communication, employee motivation and job satisfaction especially in the retail industry. The research supports the relevance of the transformational leadership theory and Leader-Member Exchange (LMX) theory in the description of influences of leadership communication on employee outcomes. The study confirms the idea that the use of emotional, understandable, and engaging communication is crucial in the establishment of desirable working conditions. The results of this work are consistent with the research of Bass and Riggio (2006) and Graen and Uhl-Bien (1995), who insist on the fact that transformational leaders could motivate and feel satisfied by encouraging the good communication with their followers. Moreover, the research provides the new information about the influence of communication upon the employee motivation and job satisfaction. The observed positive relationships between leadership communication and the results of the staff members give reason to believe that the practice of communication is not only a means of information exchange, but a potent means through which the attitude and behavior of an employee can be altered. The study contributes to our knowledge regarding the practical implications of the leadership communication in the workplace by offering empirical evidence of the way various communication styles impact the motivation and satisfaction.
[bookmark: _Toc222771168]5.3 Research Limitation and Future Research.
There are several limitations associated with this research. To start with, cross-sectional design limits the possibility to have causal relationship between leadership communication and the outcomes of employees. A longitudinally based study would offer a more solid information regarding the long-term impacts of communication in leadership. Second, the participants are dependent on self-reported information, which may present biases, including social desirability or response bias. This could be addressed in future studies by using a combination of data sources i.e. supervisor ratings or peer ratings to confirm the results. Thirdly, Sainsbury interest cannot be generalized to other industries or organizations that may have different structures or difficulties. Extensive studies in other fields would be used to establish whether the results are generalized. Although this study offers important findings, it has several limitations that must be admitted. First, the research design applied is a cross-sectional, which makes it difficult to have causal relationships between leadership communication and employee outcomes. Longitudinal research would be able to give a more solid insight into how leadership communication impacts motivation and job satisfaction in the long-term. Future studies would provide more definitive findings on the causal influences of leadership communication by monitoring the change in leadership communication practices and their effect on employee results over a period.
Also, the fact that this project will be based on the self-reported data leaves an opportunity of response bias in the form of social desirability bias when participants can over-reported positive experiences with the leadership communication. The limitation could be overcome by future research that can use several sources of data like supervisor ratings or peer ratings, to triangulate the results and eliminate the possibility of bias.
The other constraint is that it is narrowed down to one organization, Sainsbury. Although it is an insightful collection of information on the retail sector, the results might not be entirely applicable to other industries and organizations that have different structures or issues. The next stage of the research is to investigate the topic of leadership communication within a wider scope of industries, including the organizational culture, industry-specific issues, and workforce diversity.
The impact of extrinsic variables such as organizational culture, group dynamics as well as compensation on the correlation between leadership communication and employee motivation and satisfaction should also be investigated in the future. The nature of the interaction of these variables would present a more detailed picture of the effect of leadership communication in diverse organizational settings. Finally, future research might consider the influence of other extrinsic variables, such as the organizational culture or the group dynamics, on the correlation between leadership communication and the performance of employees to have a more profound picture of leadership in various settings.
[bookmark: _Toc222771169]5.4 Recommendations
In accordance with the results, it is suggested that Sainsbury and other organizations should invest in the development of extensive leadership communication training program that will focus on the significance of transformational leadership styles. The skills should also be imparted on leaders to communicate in a clear, empathetic, and motivational manner to have good relationships with employees. Besides, Sainsbury ought to coordinate communication strategies to suit the needs of different people in the workforce based on age, position, and cultural orientation. Such flexibility will increase the engagement and satisfaction of the employees within various teams. Moreover, a systematic feedback system needs to be adopted so that feedback is timely, constructive, and respectful so that the gap that was found in this study is addressed. Frequent and open communication will help make the workforce more motivated and satisfied. Lastly, organizations are encouraged to appraise their communication practice and make necessary corrections in order to ensure that they have an inclusive, supportive as well as a productive workplace.
According to the results of this research, it is advised that Sainsbury and other organizations should invest in leadership communication training programs that will help reinforce the issue of transformational leadership. Managers or leaders ought to be conditioned to speak effectively, sympathetically, and motivational and focus on building effective networks with their subordinates. Employee satisfaction and motivation will be enhanced by the capacity to deliver quality feedback in time and adapt the communication strategies to match the needs of various employees.
Organizations are also expected to embrace a flexible method of communication that would accommodate the different workforce. The strategies of communicating must be tailored according to age, cultural background and organizational status. This will help to make all employees engaged, understood, and valued that will make them even more satisfied with their job and motivated. Moreover, it is important to install a systematic feedback mechanism. Feedback must also be convenient, regular, and supportive where employees must feel that their efforts are important to the organization. This will assist in filling the gap that has been established in the research on the significance of regular feedback in leadership communication. Finally, the leadership communication practice of organizations should be regularly assessed and improved. Through regular evaluation of the effectiveness of communication and feedback obtained through the employees, it is possible to define the ways of improvement and adjust accordingly to facilitate communication, make sure that it is inclusive and effective. Organizations can use the concept of continuous improvement as one of the ways of establishing a positive workplace that improves employee engagement, motivation, and level of job satisfaction.
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