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ABSTRACT
The research aims to identify and evaluate the impacts of the Leadership styles on the career advancement, retention and well-being of the employees in Sobha limited. The presence of effective leadership is a fundamental need in every scenario where a collective of persons collaborates towards a shared objective. Effective leaders provide workers and executives with well-organized advice and direction to improve their efficiency in carrying out their individual duties. This dissertation adopts a Positivist research theory and employs a quantitative technique to examine the impact of leadership styles on the career progression, employee retention, and well-being within Sobha Limited. Data is obtained via the use of a questionnaire survey, and afterwards analysed using a chi-squared test and Spearman correlation analysis.
The author used statistical approaches in order to examine and evaluate the leadership style shown by workers of Sobha Limited. The researcher discovered that Democratic Leadership emerged as the most widely approved kind of leadership, exerting significant influence on career progression, employee retention, and overall employee well-being. The Spearman Correlation Analysis was used in the research to validate these findings. The results indicated that Democratic Leadership had the strongest correlation value when compared to other leadership styles.
Keywords: Leadership Styles, Career Development, Employee Retention, Employee Wellbeing.
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[bookmark: _Toc147348101]1. INTRODUCTION
The influence of leadership style on employee retention is significant and positive. This research posits that there is a direct relationship between the effectiveness of a company's leadership approach and the likelihood of its employees to remain employed by the organisation for an extended period of time(Abdullah et al., 2022). In addition, the demonstration of proficiency in stress management and the incorporation of positive lifestyle practises by a leader contribute to the enhancement of the well-being of subordinates. Essentially, a leader who demonstrates emotional intelligence and self-awareness has the potential to enhance employee engagement and productivity. Granting employees increased autonomy in task completion is expected to lead to a workforce that is both more satisfied and productive (Ojokuku, Odetayo and Sajuyigbe, 2013).
The core tenet of an effective leadership strategy resides in its capacity to foster a climate of trust within its constituency. In most cases, a leader's style of leadership is a synthesis of their own unique characteristics, including their character, life encounters, psychological ability, familial relationships, and mental framework(Dwipayana and Suwandana, 2021). Therefore, leaders must understand their own leadership style in light of the aforementioned characteristics and choose the most effective methods to maximise their effectiveness.
Toxic leaders and environments should be avoided at all costs. When leaders and workplaces are bad, workers become negative as well. Instead, caring leaders who value their workers as whole people should foster a supportive and encouraging work environment (Jaiswal, 2022).
Leaders are in a good position to encourage employee wellness. They may do this by cultivating a supportive environment for their workers, enforcing rules that promote employee wellness, and providing them with useful tools. Leaders who make the required changes benefit the health of their staff as a whole. The company as a whole benefits from happier, healthier workers since they are more likely to be dedicated to their work and to the company(Lundqvist et al., 2022)
[bookmark: _Toc147348102]1.1. Research Relevance 
Leadership's impact on workers' happiness has been the subject of a growing number of studies over the last decade, as shown by a growing body of research reviews and meta-analyses (Lundqvist et al., 2022). They all point to a connection between a manager's leadership and the satisfaction of their staff. It appears that the presence of specific leadership styles, namely supportive leadership, relationship-oriented leadership, and transformational leadership, holds significant importance in facilitating the attainment of job satisfaction and personal growth among workers (Lundqvist et al., 2022)The efficacy of leadership is predominantly contingent upon the specific leadership style employed. A leader's ability to take charge and determine whether a situation calls for an authoritarian intervention or a more collaborative approach is, thus, crucial(Al Khajeh, 2018). It is also essential for a successful leader to show that they have the ability to choose the most beneficial leadership technique for a certain company or scenario. One's capacity to take charge, exert influence, and see the scope of future endeavours is greatly enhanced by reflecting on one's own leadership style(Dartey-Baah, 2015).
The growth and development of an organisation are facilitated by competent leaders and the implementation of effective leadership practises. Effective leaders establish a conducive environment that enables all employees to maximise their potential and attain favourable outcomes for the organisation(Verawati and Hartono, 2020). The attainment of growth is facilitated by employees who possess open-mindedness and flexibility in their pursuit of goals, even in the face of challenges. Effective leaders exhibit participatory behaviour and actively promote employee engagement in order to gain insights into the factors that impede progress and hinder advancement.
Established in 1995, SOBHA Limited has established itself as a prominent real estate brand in the country, characterised by rapid expansion and vertical integration. Effective leaders offer structured guidance and direction to employees and executives in order to enhance their efficiency in fulfilling their respective responsibilities (Hao and Yazdanifard, 2015). Leaders are responsible for supervising the activities of employees in order to ensure the uninterrupted flow of work and timely completion of tasks by professionals. Effective leaders prioritise the alignment of employee efforts with organisational goals in order to enhance operational efficiency(Pfeffer, 2017).
The existence of proficient leadership is an essential requirement in any situation where a group of individuals are working together towards a common goal. The current leadership approach employed by Sobha Limited seems to hinder the professional development of its employees, resulting in a significant turnover rate that can be attributed to the less-than-ideal leadership style. Therefore, the current predicament confronting Sobha Limited requires the identification of an optimal leadership strategy that will effectively support career advancement, employee retention, and overall well-being. This makes the current study relevant.


[bookmark: _Toc147348103]1.2. Aims and Objectives
The research aims to identify and evaluate the impacts of the Leadership styles on the career advancement, retention and well-being of the employees in Sobha limited. For achieving the aim, the following objectives must be accomplished.
· To enumerate on the different leadership theories and leadership styles.
· To evaluate the impacts of different leadership styles on the career development, retention and wellbeing of the employees in Sobha limited.
· To identify the best leadership strategy for the Sobha Limited for enhancing the career advancement, retention and well- being of employees in Sobha Limited.
[bookmark: _Toc147348104][bookmark: _Hlk140935847]1.3. Research Questions
1. [bookmark: _Hlk140935831]What are the different styles of leadership prevalent in organizations?
2. What are the impacts of different leadership styles on the career development, Retention and wellbeing of employees?
3. Which is the best leadership strategy that can be implemented in Sobha Limited for the career development, retention and wellbeing of Employees in Sobha Limited?
[bookmark: _Toc147348105]1.4. Hypothesis Statements
The following are the hypothesis statements formulated by the author for proving the research question 2. The detailed formulation of the hypothesis statements is described in the section 2.5. The hypothesis statements developed are as follows.
H1- The career development, wellbeing and retention of the employees is positively impacted by the democratic leadership style.
H2- The autocratic leadership adversely affects the career development, wellbeing and retention of employees.
H3- The transformational leadership positively impacts the career development, retention and wellbeing of the employees.
H4- The bureaucratic leadership negatively impacts the career advancement, retention and wellbeing of employees.
H5- The career development, retention and wellbeing of the employees is positively impacted by the Transactional Leadership style.
The third research question is being solved with the help of the hypothesis statements and the survey questionnaire.
[bookmark: _Toc147348106]1.5. Chapters Overview
This dissertation embraces Positivist research philosophy and utilises a quantitative methodology to investigate the effects of leadership styles on the career development, retention, and well-being of employees within Sobha Limited. A questionnaire survey is employed to gather data, followed by the utilisation of a chi-squared test and Spearman correlation analysis to analyse the collected data. The following are the overview of the chapters in this dissertation.
Chapter 1 functions as an introductory section that presents an overview of the research, encompassing the background, significance, objectives, and research inquiries. Chapter 2 of this research study encompasses an extensive examination of existing literature, with a specific emphasis on conducting a systematic review of pertinent academic articles that pertain to the notion of leadership styles. Chapter 3, entitled "Methodology," focuses on the methodologies utilised for both the collection and analysis of data. Chapter 4 of this research study centres on the outcomes obtained through the utilisation of the Chi Squared test and Spearman Correlation Analysis. Chapter 5 is dedicated to conducting a thorough analysis and interpretation of the findings obtained from the analysis. Chapter 6: Conclusions and Recommendations.


[bookmark: _Toc147348107]2. LITERATURE REVIEW
This section covers the review of relevant literatures corresponding to the impacts of Leadership styles on the career development, employee wellbeing and retention. The section gives an overview of the company Sobha Limited, the role of leadership styles in an organization, the theories of leadership, the leadership styles in an organization and the impacts of different leadership styles on the employee retention wellbeing and career development. 
[bookmark: _Toc147348108]2.1. Overview of Sobha Limited
SOBHA Limited is a prominent Indian multinational corporation operating in the real estate sector, with its headquarters situated in Bangalore, India. Sobha Ltd. is a prominent real estate company in the country, known for its significant size and unique backward integration approach. Mr. PNC Menon, possessing a wealth of expertise spanning over three decades in the creation of opulent interiors for palaces and notable structures in the Middle East, established Sobha Developers in 1995 (Sobha Limited, 2023). His primary objective was to revolutionise the perception of quality within the Indian real estate industry. Since its establishment, the company has consistently pursued excellence in quality, adopted a customer-centric approach, implemented strong engineering practises, conducted in-house research, upheld unwavering business ethics, embraced timeless values, and maintained transparency in all aspects of its business operations. These factors have collectively contributed to the company's reputation as a preferred real estate brand in India. In 2006, Sobha made its initial public offering (IPO), a significant event that garnered historical significance due to the record-breaking oversubscription of the issue, reaching 126 times (Sobha Limited, 2023).
SOBHA exemplifies the concept of "passion at work" in its entirety. For the company, this is not merely a catchy phrase that sounds appropriate, but rather a principle that they actively endeavour to embody in our daily lives. The aforementioned statement highlights the pivotal role played by this compass in directing their efforts towards the production of products and workmanship that meet the highest standards on a global scale. This principle instructs individuals to maintain transparency in all their transactions and consistently meet deadlines(Sobha Limited, 2023) 
The evidence of their consistent reliability and trustworthiness as a builder, as well as the number of acclaimed properties throughout India, is a testament to our track record. They have made significant alterations to the urban landscape of Bangalore, established notable real estate projects in Kerala, and expanded their presence to encompass Delhi – NCR, Chennai, Coimbatore, Mysore, Pune, and other locations that are yet to be disclosed (Sobha Limited, 2023)
[bookmark: _Toc147348109]2.2. Role of Leadership in an Organization
A leader is an individual who assumes responsibility for the coordination, direction of others. The individuals in question exhibit visionary qualities, effectively motivating and inspiring their team members to achieve the intended objectives (Gandolfi and Stone, 2018). A comprehensive comprehension of the nature of leadership is crucial for achieving success in situations where one is required to assume a leadership role. The significance of a leader's role may be particularly paramount in the contemporary context (Jaiswal, 2022). The roles of leadership in an organization are as follows:
· Proficient in Making Optimal Hiring Decisions- The primary obligation of a leader is to exercise sound judgement in the selection of personnel for employment. These factors frequently manifest in the company's revenue and overall performance. Organisational leaders who actively engage in the practise of recruiting individuals from a diverse range of backgrounds and experiences ultimately contribute to the transformation of the company's public perception. Leaders who fail to recognise the significance of the hiring process often find themselves selecting individuals who are ill-suited for the intended position(Cortellazzo, Bruni and Zampieri, 2019). 
· Proficient in conveying the company's visions and objectives through effective communication- Leaders who demonstrate a strong dedication to their responsibilities recognise the imperative of effectively conveying the overarching visions of the organisation. In the majority of instances, there exists a misalignment between the vision held by leaders and the vision held by the staff(Popli and Rizvi, 2016).
· Foster motivation and empowerment among employees- A distinction exists between the primary and secondary functions of a leader. The majority of leaders tend to prioritise the former aspect while disregarding the latter. It is imperative for leaders to proactively engage in motivating all employees within an organisation. Furthermore, it is imperative to assign individuals with responsibilities and tasks that foster their empowerment and engender a sense of validation(Pfeffer, 2017). 
· Provide unwavering support to employees during both prosperous and challenging times- This represents an additional secondary function and obligation of a leader. When assuming a leadership role within an organisation, one can expect to encounter various challenging circumstances. One or more employees within the organisation may encounter a challenging circumstance. It is possible that the employees of the organisation may have made an error that has implications for the company. It is imperative to provide assistance and avoid neglecting individuals during their period of vulnerability(Bakari, Hunjra and Niazi, 2017). 
· Develop Inclusive Policies to Ensure Equal Treatment for All Individuals- There is a general aversion towards employment within an organisation that exhibits preferential treatment towards certain individuals, based on protected characteristics such as religion, sex, gender, or ethnicity. A knowledgeable and informed leader will advocate for the implementation of HR policies that prioritise equity and treat all individuals impartially. Furthermore, these leaders take active measures to address and combat instances of harassment, discrimination, and bullying(Pawirosumarto, Sarjana and Gunawan, 2017). The following figure 2.1 outlines the functions of leadership in an organization.
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[bookmark: _Toc145890818]Figure 2.1 Functions of Leadership in an Organization (Developed by author according to (Cortellazzo, Bruni and Zampieri, 2019)).

· Establishing an Inclusive Atmosphere- Leaders frequently experience a high level of occupational demands, which may hinder their ability to allocate undivided attention towards the task of welcoming their employees. Nevertheless, it is imperative for leaders to actively foster employee engagement and promote inclusivity within the organisation. Furthermore, it is imperative for leaders to engage in open communication with their newly hired personnel, fostering an environment that promotes a sense of ease and comfort(Yahaya and Ebrahim, 2016). 
· Encourage and incentivize employees to exert maximum effort in their work- When leaders give priority to or contemplate upon work that is below standard, it influences others to do the same. This is the rationale behind the necessity for leaders to exert a significantly greater amount of work and effort, thereby enabling them to serve as exemplars for others. Merely instructing employees to maintain motivation and exert maximum effort will not yield exceptional results(Saleem, 2015). 
· Assisting employees in realising their maximum potential- The enhancement of an employee's performance can be achieved through the provision of encouragement and assistance from their superiors. One of the primary functions of leadership within an organisation is to facilitate the realisation of individuals' maximum capabilities. This entails formulating strategies that are tailored to the cognitive orientation of individuals. An effective approach entails the formation of heterogeneous teams, wherein the deficiencies of one team member can be compensated for by the competencies of another(Hao and Yazdanifard, 2015).
[bookmark: _Toc147348110]2.3. Theories of Leadership 
Leadership theories provide in-depth explanations of the circumstances and factors that foster the development of leaders and the influence that leaders have on the people they lead. The routines and practises that individuals may engage in to improve their leadership abilities get the majority of the attention and emphasis (Khan, 2016). The following are the Major theories of Leadership.
· Trait Theory- The trait theory of leadership is a theoretical framework that builds upon the great man theory. It posits that individuals who hold positions of influence exhibit distinct behavioural traits and characteristics that contribute to their leadership effectiveness(Verawati and Hartono, 2020). These characteristics facilitate their development as influential leaders across diverse contexts. Moreover, it posits that an individual's innate talents contribute to their enhanced efficacy as leaders in comparison to their counterparts. Leaders who achieve success possess distinct interests and traits that set them apart from individuals who do not hold leadership positions(Madanchian et al., 2016).


[bookmark: _Toc145890819]Figure 2.2 Theories of Leadership (Developed by author according to (Madanchian et al., 2016)).
· Behavioural Theory- This theory posits that an individual's leadership qualities are attributed to their surrounding environment. Effective leadership is a consequence of acquiring various skills through learning (Madanchian et al., 2016). In contrast to the great man theory, the behavioural theory posits that leaders are developed and cultivated through training and education, rather than being inherently born with leadership qualities. In summary, the success of a leader is not contingent upon their innate attributes, as it is their exhibited behaviour that ultimately determines their leadership qualities. The acquisition of leadership skills and abilities can be attained by individuals through comprehensive training and effective pedagogical approaches (Benmira and Agboola, 2021).
· Management Theory or Transactional Theory- The transactional theory emerged during the Industrial Revolution as a means to enhance the efficiency and output of businesses. This management style emphasises the significance of hierarchical structures in enhancing workplace efficiency. Leaders of this nature place a high importance on organisational structure and employ their authority to inspire employees to achieve exceptional performance within the professional setting(McCleskey, 2014). According to the theoretical framework posited, employees are provided with incentives as a means of recognition for successfully achieving their designated objectives. The theory further posits that employees are obligated to comply with the directives issued by their managers (Dartey-Baah, 2015).
· The Great Man Theory- This theory posits that individuals are unable to acquire the necessary skills and qualities to effectively assume positions of power and leadership. The possession of this trait is determined by one's innate characteristics, which are present from birth. Given the inherent nature of these skills, they are not amenable to acquisition or formal training(Spector, 2016). The theory posits that these leadership traits exhibit stability over time and remain consistent across various groups, regardless of the specific work environments in which these leaders operate. Another underlying assumption of this leadership theory is that exceptional leaders emerge in response to a specific demand for their leadership(Madanchian et al., 2016).
[bookmark: _Toc147348111]2.4. Leadership Styles in an Organization
Leadership styles cover leaders' behavioural tactics for influencing, inspiring, and directing their teams. It is the leadership style that determines how effectively plans and strategies are implemented to meet goals, while also taking into account the needs of stakeholders and the well-being of the team (Reunanen and Kaitonen, 2015).
Research on leadership styles has been done in a variety of settings to identify the most applicable and influential approaches to motivating and swaying followers to action. The capacity to inspire confidence in one's subordinates is the bedrock of every successful leadership style (Tewari, Gujarathi and Maduletty, 2019). The different types of leadership styles are as follows:
· Democratic Leadership- The democratic leadership style entails a leader's decision-making process being influenced by the input and perspectives provided by team members. Every member of the team is given a voice in the direction of current initiatives and the decision-making process via this kind of leadership, which is marked by cooperation and consultation. Nonetheless, the buck stops with the leader, who must live with the consequences of his or her choice (Bhatti et al., 2012).
· Autocratic Leadership- One may say that autocratic rule is the polar opposite of democratic rule. In this setup, the leader takes all team decisions on his or her own, without considering the opinions of other team members. The leader is ultimately responsible for all that happens (Bhatti et al., 2012). They have total say over which tasks are done and how. It's clear that workers weren't consulted before major decisions were made. It is expected that after the decision-making process is complete, everyone would publicly show their support for the leader's choice. There is often concern among the team members in regard to the leader (Chukwusa, 2018).
· Transformational Leadership- It is believed that transformational leadership is the kind of leadership that may change an organisation by inspiring the members of that company to strive for ever-greater levels of excellence in their work and to accomplish goals that were previously deemed unattainable (Rodrigues and Ferreira, 2015). Transformational leaders have high standards for the people of their teams, and they continually encourage and push those individuals to make substantial strides towards progress or change in their professional and personal lives, as well as in the objectives they pursue in business (Handayani, 2018).
· Transactional Leadership- Short-term in focus, transactional leadership may be defined as an arrangement in which leaders and followers provide and receive material benefits in return for one another. The members of a team willingly commit to following their leader upon accepting a job, thus establishing a transaction that entails remuneration in exchange for the provision of services (Rodrigues and Ferreira, 2015). The following figure 2.3 outlines the different leadership styles. The following figure 2.3 outlines the different types of leadership styles.

[image: ]
[bookmark: _Toc145890820]Figure 2.3 Types of leadership styles (Developed by author).

· Bureaucratic Leadership- A bureaucratic leader is one who plays by the book and never deviates from the established norms and protocols. There is no room for error since procedures and rules are carried out in accordance with predetermined guidelines. Bureaucratic leaders play a critical role in ensuring that team members strictly adhere to established procedures governing the execution of tasks. Employees' suggestions are considered by the leader but are ultimately discarded if they conflict with the organization's already-established rules (Al Khajeh, 2018).
· Servant Leadership- According to the principles of servant leadership, a leader should put their position as a member of the team's service above all others. The goal of a servant leader is to ensure that the team's needs are met before their own. Moreover, it may be seen as a representation of leadership by becoming a role model. Leaders who put their followers' needs above their own work tirelessly seek for ways to inspire and challenge those working for them (Gandolfi and Stone, 2018).
The following section of the research is meant to formulate the hypothesis statements based on the impacts of different leadership styles on the Career Development, Retention and Wellbeing of Employees in Sobha Limited. The author uses this section for the purpose of clearly answering the research question 2. 
[bookmark: _Toc147348112]2.5. Impacts of Different Leadership Styles on the Career Development, Retention and Wellbeing of Employees in Sobha Limited
The impact of leadership style on employee retention, well-being and Career Development is both positive and statistically significant. This implies that as the company implements a more effective leadership style, there will be a corresponding increase in the employees' inclination to retain their affiliation with the organisation (Dwipayana and Suwandana, 2021). The leadership styles in an organization can be summarized as follows: the democratic leadership style is distinguished by a leader's decision-making process being impacted by the views and information provided by team members. In contrast, autocratic leadership is characterised by the unilateral decision-making process, whereby the viewpoints and contributions of team members are disregarded. Transformational leadership is a leadership style that enables significant organisational changes by fostering a culture of encouragement and inspiration among team members, so motivating them to attain their goals. Transactional leadership is characterised by its focus on short-term goals, a strong emphasis on achieving desired outcomes, and a tight adherence to set norms and procedures. Servant leadership places utmost importance on a leader's duty as a servant to the team, prioritising it above all other concerns.
[bookmark: _Toc147348113]2.5.1. Impacts of Democratic Leadership on the Career Development, Retention and Wellbeing of Employees
Democratic leaders promote a culture that fosters creative thinking among their employees and exhibit adaptability in embracing novel solutions and modifying established processes. The active participation and open communication frequently elicit admiration and confidence among their workforce(Basit and Sebastian, 2018). When employees perceive themselves as being included in the decision-making process, it is common for them to experience a heightened sense of value from their employer. The perception of significance associated with one's work can result in increased levels of productivity and a stronger sense of commitment towards the organisation(Fiaz et al., 2017). Consequently, this can contribute to a reduction in employee turnover rates within the company. There is a positive correlation between job satisfaction and employee absenteeism. When employees experience a sense of appreciation, they exhibit a higher propensity to adhere to deadlines and even work beyond regular hours, in order to accomplish projects and contribute to the success of their team and organisation(Hilton, Arkorful and Martins, 2021).
The manifold advantages of democratic leadership notwithstanding, it is imperative to acknowledge that its suitability as a leadership style is contingent upon the specific circumstances at hand (Caillier, 2020). The process of soliciting input from employees necessitates a substantial investment of time and resources, as it entails allocating dedicated periods to elucidate the matter at hand and establishing a platform for employees to articulate their perspectives. In instances where expeditious decision-making is imperative, it may not always be feasible to engage one's team in the process of deliberation and choice (Al-Ababneh, 2020). Furthermore, it is imperative to acknowledge that not every member of the team possesses the requisite expertise to effectively navigate and determine pivotal business decisions. Henceforth, it would be prudent to exercise discernment in the choices one opts to disclose to the broader organisation, reserving pivotal or time-sensitive decisions solely for the upper echelons of corporate leadership (İNCE, 2018). 
It can be concluded that the Democratic Leadership style has shown to enhance the employee retention and wellbeing and also enhances their career development. Thus, the hypothesis statement can be developed as:
[bookmark: _Hlk142489162]H1- The career development, wellbeing and retention of the employees is positively impacted by the democratic leadership style.
[bookmark: _Toc147348114]2.5.2. Impacts of Autocratic Leadership Styles on the Career Development, Retention and Wellbeing of Employees
The autocratic style of leadership possesses the potential to yield both advantageous and detrimental consequences on the overall performance of a team. It behoves professionals to contemplate the appropriateness of employing this particular style of leadership. When team members willingly embrace the hierarchical structure enforced by autocratic leadership, it is plausible that autocratic leadership may enhance team performance by augmenting the sense of psychological security within the team (Jony, 2019). Nevertheless, in instances where the established hierarchy is met with resistance from team members, it becomes evident that autocratic leadership exerts an adverse influence on the overall performance of the team.  The autocratic style of leadership is a highly precise and qualified approach to leading (Dastane, 2020). In this particular paradigm of leadership, the individual assuming the role of supervision over all organisational activities assumes a position of utmost authority, wielding exclusive decision-making powers. This particular leadership style demonstrates efficacy solely within organisational contexts wherein the inherent nature of the work necessitates expeditious decision-making (Oh, Kim and Kim, 2023). The leader bears exclusive accountability for both the decision-making process and its resulting consequences. The aforementioned leadership style is widely regarded as possessing a commendable degree of adaptability. However, there exists a contingent of individuals who posit that its efficacy has waned in light of contemporary circumstances (Igbaekemen, 2014).
It can be concluded that the Autocratic Leadership has a negative impact on the career development, retention and wellbeing of the employees. So, the hypothesis statement can be developed as:
[bookmark: _Hlk142489195]H2- The autocratic leadership adversely affects the career development, well being and retention of employees.
[bookmark: _Toc147348115]2.5.3. Impacts of Transformational leadership the employee retention, wellbeing and career development.
The term "transformational leadership" refers to a type of leadership that is characterised by its ability to inspire positive change in people, especially workers or members of an organisation. Strong passion, high levels of energy, and constant excitement are all traits that are indicative of transformational leaders. They actively participate at every step of the development of the organisation, which paves the way for the success of every staff member and member of the team (Tian et al., 2020). Modifying or enhancing one's behaviour can be challenging, particularly in instances where it is obligatory. Nevertheless, the task at hand can be facilitated if individuals possess a strong intrinsic drive to excel, which is often ignited by the fervour and dedication exhibited by their peers, particularly their leader (Yamin, 2020). The motivation of employees and staff members is enhanced when they perceive that their leaders demonstrate genuine concern for their well-being. Ultimately, individuals find it significantly more manageable to execute their duties when they are in optimal state, encompassing both physical and psychological well-being (Park and Pierce, 2020).  These leaders also ensure effective communication with their staff, particularly in relation to crucial issues. The organisation ensures that its employees are informed about their errors, providing assistance in rectifying them and preventing the recurrence of similar mistakes in subsequent instances. Transformational leaders demonstrate a willingness to assist and facilitate the development and advancement of their team members (Donkor, Appienti and Achiaah, 2021). The pursuit of personal or professional growth is strongly advocated, particularly when it has the potential to contribute towards the attainment of organisational objectives.  Although not all leaders exhibit this behaviour, certain types of leaders actively engage in educating and supporting the growth of their team members by undertaking essential measures (Chandra, Ghosh and Sinha, 2023).
Thus, it can be concluded that the transformational leadership motivates the employee for achieving the career development and enhances the employee retention and wellbeing. The hypothesis statement can be developed as:
[bookmark: _Hlk142489216]H3- The transformational leadership positively impacts the career development, retention and wellbeing of the employees.
[bookmark: _Toc147348116]2.5.4. Impacts of Bureaucratic Leadership on the retention, wellbeing and career development of the employees
Bureaucratic leadership emphasises adherence to established processes and systems that have demonstrated effectiveness and efficiency. The utilisation of an impersonal approach, which prioritises the process and outcomes, ensures that interpersonal relationships do not impede the team's capacity to attain desired outcomes(Ojokuku, Odetayo and Sajuyigbe, 2013). The focus on both process and outcome is similarly observed in transactional leadership, which can be seen as a contemporary adaptation of bureaucratic leadership to some extent. Employees are required to perform the tasks specified by the organisation and adhere to its rules. The stringent adherence to regulations poses a significant obstacle to creativity, as it discourages and rejects unconventional thinking(Abdullah et al., 2022). The decline in productivity is evident when employees allocate a significant amount of time towards meeting prescribed criteria, rather than dedicating their efforts towards generating innovative approaches for enhancing task performance and efficiency. The limited degree of autonomy and stifling of innovative expression can have a detrimental impact on team morale, potentially leading to a significant turnover of employees (Donkor and Zhou, 2020). Bureaucratic leadership frequently encounters difficulties in effectively responding to and accommodating change. The primary objective of bureaucracy is to establish a consistent and standardised system. Nevertheless, this does not align with the functioning of the global system. The dynamic nature of our world and societies necessitates a heightened emphasis on adaptability (Aghaz and Tarighian, 2016). Well-defined responsibilities serve to restrict the range of tasks that team members are accountable for. It is expected that every member of the team will develop a specialisation and adhere to the boundaries of their assigned tasks (Ali and Sagsan, 2020). The sole avenue for engaging in competition and achieving career progression lies in fulfilling the necessary criteria to ascend the hierarchical structure of one's profession. The primary emphasis of daily operations is to adhere to a prescribed routine, with any deviation from this routine being actively discouraged (Klijn, de Boer and Eshuis, 2020).
It can be concluded that the bureaucratic leadership does not allow the employees to work freely, and thus increases employee turnover. The hypothesis statement can be developed as:
[bookmark: _Hlk142489235]H4- The bureaucratic leadership negatively impacts the career advancement, retention and wellbeing of employees.
[bookmark: _Toc147348117]2.5.5. Impacts of Transactional Leadership on Career Advancement, Retention, and Wellbeing of Employees
A rewards-oriented system serves as a significant source of motivation for employees, fostering their commitment to accomplishing tasks with efficiency and precision. Transactional leadership employs a system of rewards to ensure consistent high performance from employees(Kalsoom, Khan and Zubair, 2018). Transactional leadership does not incorporate any structural modifications to achieve success; rather, it relies on compensation as a means to drive organisational progress and sustain growth (Paracha et al., 2012). The effective implementation of a transactional leadership style has the potential to inspire employees to generate work of exceptional quality, while concurrently fostering a sense of value and belonging among team members (Lumbantoruan et al., 2020). This particular leadership style exemplifies the significance of their contributions. Regardless of the level of rigidity maintained in the organisational structure, the provision of rewards and recognition serves to communicate to employees that their significance is acknowledged and that the contributions they make to the business are instrumental in its improvement(Rothfelder, Ottenbacher and Harrington, 2012). Thus, it can be concluded that the transactional leadership has a positive impact on the employee retention and wellbeing. So, the hypothesis statement can be developed as:
[bookmark: _Hlk142489249]H5- The career development, retention and wellbeing of the employees is positively impacted by the Transactional Leadership style.
For the purpose of proving the second research question the author formulated the above mentioned hypothesis statements based on the impacts of different leadership styles on the career development retention and wellbeing of employees in Sobha Limited.
[bookmark: _Toc147348118]2.6. Chapter Summary
The current chapter provides an extensive examination of relevant academic literature. A comprehensive analysis of the available scholarly literature has yielded several distinct and evident conclusions.
· The author has thoroughly examined the theories and concepts related to leadership styles. 
· An exhaustive analysis has been conducted regarding the various leadership styles that are commonly observed within organisational contexts.
· The present study engages in a comprehensive analysis of the effects of various leadership styles on the career advancement, retention, and wellbeing of employees. Furthermore, hypothesis statements have been formulated to guide the investigation.
· The subsequent section pertains to the methodology section, wherein a comprehensive elucidation of the techniques employed in this study is provided for the purpose of data collection and analysis.



[bookmark: _Toc142339128][bookmark: _Toc147348119]3. METHODOLOGY
This project uses a quantitative research methodology to evaluate the effects of leadership styles on the advancement, satisfaction, and retention of employees at Sobha Limited. The research uses a survey method to gather employee data on leadership styles, career development opportunities, well-being indicators, and retention factors, focusing on perceptions and experiences. Statistical tools like the chi-square test and Spearman correlation analyse data to determine associations between leadership styles and employee outcomes, including career development and retention rates. 
[bookmark: _Toc142339129][bookmark: _Toc147348120]3.1. Research Onion Model
In this study, the research design is guided by the "Research Onion Model", which illustrates in Figure 3.1 provides a comprehensive framework for conducting a rigorous and systematic investigation. Each layer of the Research Onion Model represents a different stage of the research process.
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[bookmark: _Toc145890821]Figure 3.1. Onion Research Model (Developed by author based on (Muller, 2020))
The positivist research philosophy, which emphasises empirical observation and quantitative procedures to unearth unchanging truths, is the basis of the Research Onion Model, which guides the research design for this study. For quantitative research, the deductive approach is used as the main research methodology, which results in data analysis via statistical testing. The overall design is determined by the research strategy chosen, which in this study could include techniques like surveys, experiments, or case studies. The study's period is established using the temporal horizon, which distinguish between longitudinal and cross-sectional research (Mardiana, 2020) .To obtain information from research participants, various data gathering techniques is used, including surveys, interviews, focus groups, and document analysis. Finally, the methods used for data analysis differs depending on the research method and the type of data used, using statistical testing for quantitative research and theme or content analysis for qualitative research (Sahay, 2016). The study intends to methodically examine the effects of leadership styles on employee career advancement, retention, and wellness at Sobha Limited by utilising this extensive research approach. Below are thorough explanations of each layer of the research onion model.
[bookmark: _Toc142339130][bookmark: _Toc147348121]3.2. Research Philosophy
Positive research examines how leadership styles affect Sobha Limited employees' retention, well-being, and career advancement. Positivism prioritises empirical and objective inquiry. Methodical observation and quantitative analysis uncover data patterns (Hassan et al., 2022).
The foundation of positivism is the idea that society can be studied scientifically and that it functions according to laws that are visible. A positivist viewpoint makes it possible to collect primary data for this study utilising quantitative research techniques, enabling measurement and analysis of the effects of leadership styles on employee outcomes (Moñivas, Benton and Craib, 2005).
This study intends to undertake an objective and unbiased examination by employing a positivist research ethic. It concentrates on collecting measurable data about leadership ideas and approaches, as well as their effects on career progress, employee satisfaction, and overall well-being. To collect usable data and reach accurate findings, the study uses standardised questionnaires, surveys, and statistical analysis (John Dudovskiy, 2019).
Positive research methodology fits the project's quantitative approach, which quantifies variables, correlates, and finds patterns. The data-driven methodology strengthens the study's findings, helping Sobha Limited choose the best leadership strategy (Park, Konge and Artino, 2020).This positivist study seeks to investigate leadership and workforce welfare. It provides relevant leadership information to Sobha Limited and other firms to help employees grow, retain, and thrive (Hassan et al., 2022).

[bookmark: _Toc142339131][bookmark: _Toc147348122]3.3. A Deductive Approach
To evaluate the effect of leadership styles on career advancement, employee well-being, and retention at Sobha Limited, a deductive research approach be used in this study. Starting with current theories and hypotheses, the deductive method entails putting them to the test with empirical facts. Primary data be gathered using quantitative research techniques to meet the research objectives (Patel and Patel, 2019). Based on the recognised leadership theories and styles, a systematic questionnaire was created to elicit information from Sobha Limited personnel. To assess the connection between leadership styles and employee retention, well-being, and career advancement, the data gathered was statistically analysed (Faizan and Zehra, 2016). This study employs a deductive research methodology to offer useful insights on the best leadership technique that Sobha Limited may use to improve employee career growth, retention, and general well-being.
[bookmark: _Toc142339132][bookmark: _Toc147348123]3.4. Quantitative Research
This study employs a quantitative research method to assess how leadership styles affect professional progress, general well-being, and staff retention at Sobha Limited. This technique gathers and analyses numerical data to provide statistically significant results and impartial assessments (Al Kurdi, Alshurideh and Al afaishat, 2020). Structured questionnaires and surveys be used to obtain primary data from a representative sample of corporate employees from different departments and organisational levels  (Jilcha Sileyew, 2020)
Leadership styles, career advancement, job satisfaction, employee welfare, and company loyalty are the questionnaire's goals. Multiple-choice and Likert-scale questions be used to assess employee perceptions of leadership styles and their impacts on their careers (Boyer-Davis, 2018)
To ensure data validity and reliability, a diverse and unprejudiced Sobha Limited workforce sample would be selected using statistical methods. Regression analysis, correlation tests, and descriptive statistics are used to assess leadership style-employee outcomes relationships (Sujarwadi and Sudaryana, 2021)
The quantitative research approach is used in this study to provide precise and quantifiable insights into how different leadership styles effect employee retention, career progression, and well-being at Sobha Limited. The findings of the study be critical in defining the optimum leadership strategy for supporting employee career advancement, job satisfaction, and overall organisational success.

[bookmark: _Toc142339133][bookmark: _Toc147348124]3.5. Research Survey
The quantitative survey collects primary data from Sobha Limited employees. A comprehensive questionnaire be constructed after reviewing leadership theory and style literature (Van Der Ploeg and Poelhekke, 2017). A representative sample of workers from various organisational departments and levels be surveyed. The survey questions assess how different leadership ideologies effect professional advancement, employee retention, and well-being. Online questionnaires ensure participant confidentiality and privacy. Quantitative survey data be analysed using descriptive and inferential statistics (Regmi et al., 2017)
To strengthen the research, control variables such as employee tenure, job roles, and demographics be considered. Using statistical tools, the study analyses leadership styles and employee outcomes like career development, retention, and well-being at Sobha Limited (Bernerth et al., 2018)
This survey-based research approach provides valuable information about how leadership styles affect an organisation, helping Sobha Limited choose the best leadership style to boost career development, employee retention, and general welfare.
[bookmark: _Toc142339134][bookmark: _Toc147348125]3.6. Data Collection Method
Employees of Sobha Limited be given structured questionnaires as part of the study project's data collection strategy. The purpose of the questionnaire is to collect data on leadership styles, career advancement, employee retention, and well-being. Since this research is quantitative, it is possible to analyse numerical data and statistical linkages (Maaitah, 2018)
This study project includes a secondary data-gathering approach through a thorough literature review in addition to the main data collection method using structured questionnaires. A thorough analysis of pertinent academic journals, books, research papers, and reliable web sources be done for the literature study. It seeks to compile knowledge already available on leadership theories, leadership philosophies, career advancement, employee retention, and well-being in organisational settings.
[bookmark: _Toc142339135][bookmark: _Toc147348126]3.6.1. Primary Data Collection Method
Questionnaires are a popular quantitative research method for assessing how leadership styles affect employee career progression, well-being, and retention (McGuirk and O’Neill, 2005). Figure 3.2 shows the research study questionnaire layout.
[image: ]
[bookmark: _Toc145890822]Figure 3.2. Questionnaire Model (Developed by author)
The questionnaire be used to evaluate the effects of various leadership styles on employee outcomes in the context of this project on "Assessment of the Impact of Leadership Styles on Career Development, Wellbeing, and Retention of Employees at Sobha Limited." The survey has 11 thoughtful questions that are designed to elicit responses from employees of Sobha Limited on their perceptions of leadership styles and their effects on retention, well-being, and career advancement.
The poll be carried out using the well-liked and user-friendly survey application Google Forms. Google Forms offers a safe and confidential environment for survey administrators and Survey Participants. The ability to gather data in real time and monitor user behaviour makes it feasible to ensure the accuracy and confidentiality of the data collected.
The intended sample size for the survey is 135 individuals from various Sobha Limited hierarchical levels, including executives, managers, supervisors, and employees. This diverse group of participants provides insightful information regarding the company's leadership practices and how they affect employee development and overall work satisfaction.
Sample Size: 135 Respondents
Sampling Unit: Engineers at Sobha Limited, Supervisors at Sobha Limited, Other Employees at Sobha Limited, Foreman sat Sobha Limited.
Sampling Type: Non-Probability Sampling
Sampling Method- Convenience Sampling

[bookmark: _Toc142339136][bookmark: _Toc147348127]3.6.2. Secondary Data Collection Method
To obtain information for this project, a literature review be conducted to compile pertinent academic papers, books, and respected industry reports on leadership theories, leadership styles, career development, employee retention, and well-being (Hallinger and Hammad, 2019). Google Scholar and Scopus be used in the literature search to make sure that only scholarly, peer-reviewed materials are available. Following are the inclusion and exclusion criteria used to choose the literature (Xiao and Watson, 2019):
Inclusion Criteria:
· Leadership concepts, ideologies, career advancement, and staff retention are all relevant sources.
· Studies on leadership theories, company leadership styles, and employee career progression, retention, and well-being.
· English sources assure consistency and readability.
· Sources that discuss how leadership styles and tactics affect career advancement, employee retention, and employee well-being in varied organisations.
Exclusion Criteria:
· Sources from before 2015, as the purpose is to assemble the most recent and relevant data.
· This research uses English, hence there are no English articles.
· Sources that don't directly address theories, techniques, or career growth, employee pleasure, or organisational wellbeing.
· Obsolete or faulty sources since reliable information is crucial.
[bookmark: _Toc142339137][bookmark: _Toc147348128]3.7. Method of Formulating the Hypothesis Statements
The key data for the data analysis in this quantitative research study be gathered from the Sobha Limited personnel using surveys and questionnaires. The statistical analysis, which includes evaluating the following hypotheses, be done using the SPSS software (IBM SPSS Statistics)
· H1- The career development, wellbeing and retention of the employees is positively impacted by the democratic leadership style.
· H2- The autocratic leadership adversely affects the career development, wellbeing and retention of employees.
· H3- The transformational leadership positively impacts the career development, retention and wellbeing of the employees.
· H4- The bureaucratic leadership negatively impacts the career advancement, retention and wellbeing of employees.
· H5- The career development, retention, and wellbeing of the employees are positively impacted by the Transactional Leadership style.
The following figure 3.3 shows the conceptual framework of the research.

[image: ]
Figure 3.3 Conceptual Framework of the Research (Developed by author).

The conceptual framework of the research as seen in the figure 3.3 shows that there are three dependent variables in the research which are Career Development, Employee Retention and Employee Wellbeing. The dependent variables are impacted by the 5 independent variables which are the five different leadership styles. The author formulated the hypothesis statements as stated above and in the section 2.5 of this research for answering the second research question. The hypothesis statements are analysed by using the following tests.



[bookmark: _Toc147348129][bookmark: _Toc142339138]3.8. Data Analysis Methods 
[bookmark: _Toc147348130]3.8.1. Chi-square Test
The Chi-square test be used in this quantitative research study to examine the relationship between leadership styles and their effects on professional growth, employee retention, and well-being at Sobha Limited. The Chi-square test was used because it is a non-parametric statistical test that is appropriate for evaluating correlations between categorical variables, making it perfect for investigating the relationships between various leadership styles and their effects on various employee outcomes (Verma, 2019).
This study uses the Chi-square test to see if there is a connection between leadership styles and prospects for career advancement, employee retention rates, and general well-being at Sobha Limited. The test shows some leadership philosophies have a greater impact than others on the aforementioned factors, giving the organization's management useful information (Singhal and Rana, 2015) . The Chi-square test evaluates leadership styles' impact on employee career growth, retention, and well-being using primary data and employee experiences.
The Chi-square test is used to determine Sobha Limited's best leadership strategy for career growth, personnel retention, and company well-being. The test results be utilised to make evidence-based decisions that meet corporate goals and employee needs.
[bookmark: _Toc142339139][bookmark: _Toc147348131]3.8.2. Spearman correlation
The research uses Spearman correlation to examine leadership styles' impact on employee retention, career advancement, and well-being at Sobha Limited. The non-parametric measure evaluates monotonic correlations between variables (Hanafi Azman Ong et al., 2017).
The study aims to identify significant correlations between leadership styles and employee outcomes. Spearman correlation assesses leadership styles' impact on career advancement, employee retention, and well-being at Sobha Limited, allowing unbiased evaluation without specific predictions (Xiao et al., 2016)
[bookmark: _Toc142339140]The study aims to offer useful insights into the efficacy of various leadership methods and their possible impact on worker satisfaction, productivity, and longevity within the business using the Spearman correlation (Ezeamama, 2019). Making judgments on the adoption of leadership styles that are in line with the objectives of the business and support the professional development, employee retention, and wellbeing of Sobha Limited employees requires knowledge of the statistical data.

[bookmark: _Toc147348132]3.9. Ethics
In conducting this research project, several ethical considerations were considered to ensure the responsible and ethical treatment of participants and the integrity of the study. The survey followed the ethical guidelines established by the university and obtained necessary approvals from an ethical committee before commencing the research. The participants were provided with clear and concise information about the purpose of the study, the voluntary nature of their participation, and their rights as research subjects, including the option to withdraw their involvement at any time without penalty (Drolet et al., 2023). Confidentiality and data protection measures were implemented to safeguard the participants' identities and personal information. Moreover, the research team-maintained transparency throughout the data collection process and handled all information with the utmost professionalism and sensitivity (Petrova, Dewing and Camilleri, 2016). No harmful or misleading practices were employed during the research, and the findings be presented objectively and truthfully to contribute to the existing body of knowledge in a responsible manner.
[bookmark: _Toc142339141][bookmark: _Toc147348133]3.10. Chapter Summary
The project focuses on leadership styles' impact on professional growth, wellbeing, and staff retention at Sobha Limited. It examines theories, styles, and research questions to determine the best approach and facets of leadership.
· Chapter explores leadership styles' impact on professional growth, wellbeing, and staff retention at Sobha Limited.
· Study investigates leadership theories, styles, worker effects, and identifies best approach for Sobha Limited.
· Research questions explore leadership theories, organizational styles, employee career growth, retention, wellbeing.
· The use of quantitative research techniques and the use of primary data were emphasised as strengths of the study process.
· Initiative aims to enhance Sobha Limited's employee career advancement, retention, and well-being.



[bookmark: _Toc147348134]4. FINDINGS AND ANALYSIS
The author's objective in this particular chapter is to establish a solid mathematical foundation for the comprehensive research process. Within this particular chapter, the outcomes of the survey were meticulously examined by employing mathematical and statistical methodologies. Notably, the descriptive analysis was employed to ascertain the skewness and kurtosis values. Additionally, Chi Square Test and also the Spearman Correlation Analysis were utilised to further investigate the data.
[bookmark: _Toc147348135]4.1. Examination of the Data Collected in the Survey Using Descriptive Statistics
The fundamental aim of a descriptive statistic is to furnish a succinct synopsis of empirical information. Descriptive statistics serve as a means to glean valuable insights and make astute observations regarding a given dataset, while avoiding from extending beyond the confines of the available data. The tabular representation denoted as Table 4.1 presented herewith provides a comprehensive summary of the overarching descriptive statistics pertaining to the conducted research.

[bookmark: _Toc145890962]Table 4.1 Overall Descriptive Analysis of the Research (SPSS 27)
	
	N
	Sum
	Mean
	Std. Deviation
	Variance
	Skewness
	Kurtosis

	Career Development of Employees in Shoba Limited
	135
	552
	4.09
	1.089
	1.186
	-1.094
	.542

	Wellbeing of Employees in Shoba Limited
	135
	564
	4.18
	1.112
	1.237
	-1.251
	.727

	Retention of Employees in Shoba Limited
	135
	540
	4.00
	1.093
	1.194
	-.836
	-.090

	Democratic Leadership
	135
	545
	4.04
	1.089
	1.185
	-.920
	.070

	Autocratic Leadership
	135
	523
	3.87
	1.149
	1.320
	-.589
	-.673

	Transformational Leadership
	135
	502
	3.72
	1.124
	1.263
	-.640
	-.196

	Bureaucratic Leadership
	135
	357
	2.64
	1.341
	1.798
	.242
	-1.092

	Transactional Leadership
	135
	479
	3.55
	1.070
	1.145
	-.201
	-.636

	Valid N (listwise)
	135
	
	
	
	
	
	



As shown in the above table 4.1, it is clear that the total number of responses for the survey was 135. The author sent 150 invitations and it was accepted by 135 individuals giving a good response rate to the survey. Upon examination of the last two columns inside the table, one can see the presence of Skewness and Kurtosis values. It is important to note that if the values for skewness or kurtosis are within the range of less than 1.0, then the distribution may be regarded as normal, since it does not deviate significantly from normalcy. If the absolute values of the values exceed ± 2.0, then the skewness or kurtosis of the distribution falls beyond the normal range, hence rendering the distribution non-normal. This column provides information on the quantity of instances that have associated scores.  In order to be classified as normal, values must fall within the range of less than 2.0. In the context of skewness, a distribution is said to be right skewed when its skewness value exceeds +2.0. If the numerical value is less than -2.0, the distribution exhibits a left skew. In the context of kurtosis, a distribution is said to be leptokurtic if its kurtosis value exceeds +2.0. If the value is less than -2.0, the distribution exhibits platy kurtosis. When looking at the table in the descriptive analysis it can be assumed that the skewness and kurtosis values falls in the normal range, and hence the distribution can be said to be normal. The following sections describes about the descriptive statistics of responses of participants.
[bookmark: _Toc147348136]4.1.1. Demographics of Participants
Two simple questions were asked in the survey questionnaire for knowing the gender and the occupation of the participants. Most of the participants responded nicely to the question. The table 4.2 shows the demographic data of the participants.

[bookmark: _Toc145890963]Table 4.2 Demographics of the Survey Participants (Developed by author).
	Demographics
	Percentage of Responses

	
Gender
	Male
	60%

	
	Female
	37.8%

	
	Prefer Not to Say
	2.2%

	
	Other
	0%

	


Profession
	Engineers at Sobha Limited
	36.3%

	
	Supervisors at Sobha Limited
	21.5%

	
	Foreman at Sobha Limited
	14.1%

	
	Others
	28.1%



The figure 4.1(a) shows the graphical representation of the age demographics of the Survey Participants.
[image: ]
[bookmark: _Toc145890823]Figure 4.1(a) Age Demographics of the Survey Participants (Developed by author).

The following figure 4.1(b) shows the Demographics of the occupation of the Survey Participants.
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[bookmark: _Toc145890824]Figure 4.1(b) Occupation of Employees (Developed by Author).
Discussion of Demographics Data: The aforementioned Table 4.1 and the graphical depictions in Figures 4.1a and 4.1b provide a clear portrayal of the Survey Participants' gender and employment. Based on the provided statistics pertaining to gender, it can be inferred that a significant proportion of the participants are male, constituting around 60% of the total. Nevertheless, a mere 2% of the participants expressed their unwillingness to divulge their gender. The majority of Survey Participants at Sobha Limited were found to be employed as engineers, based on their profession. The subsequent highest classification included the Other Employees, thereafter, followed by supervisors and Foreman at Sobha Limited. Therefore, it may be inferred that the survey included personnel across various hierarchical positions within Sobha Limited, therefore enhancing the credibility of the findings.
[bookmark: _Toc147348137]4.1.2. Opinions about the Leadership Styles in the Organization
A question was asked to get the answers on the type of leadership styles prevalent in the company. The Survey Participants were provided with the options that contain the types of leadership skills and they were allowed to click only one answer on the Google Forms. The table 4.3 shows the percentage of the responses about the Leadership Styles in the Organization.

[bookmark: _Toc145890964]Table 4.3 Types of Leadership Styles in the Organization (Developed by author).
	Leadership Style
	Percentage of Answers

	Democratic Leadership
	68.1%

	Autocratic Leadership
	6.7%

	Transformational Leadership
	15.6%

	Bureaucratic Leadership
	3%

	Transactional Leadership
	6.7%



The responses about the type of leadership style can be well explained by using the following graphical representation in the figure 4.2.


[bookmark: _Toc145890825]Figure 4.2 Types of Leadership Styles in the Organization (Developed by author).

Discussion of Leadership Styles: The data shown in both the table and the graph indicates that the Survey Participants have a varied perspective on the leadership style used by the organisation. The findings indicate that a significant proportion of the participants saw the organisation as consistently adhering to a democratic leadership approach, whereby workers are actively engaged in the decision-making processes and overall management of the firm. Despite the relatively low percentages, it is important to acknowledge the presence of other leadership styles inside the firm. The extent to which workers are engaged in their job and the degree to which employers value and support their employees have significant roles in determining outcomes. The perspectives may vary among individual employees.
[bookmark: _Toc147348138]4.1.3. Opinions About the Impacts of Leadership Styles on the Career Development of Employees
A question was asked to get answers regarding the impacts of different leadership styles on the career development of the employees in an organization. The Survey Participants were provided with 5 scale responses on the Likert Scale and were allowed to mark only one of the options. The table 4.4 shows the responses on the impacts of Leadership Styles on the Career Development of the Employees:


[bookmark: _Toc145890965]Table 4.4 Impacts of Leadership Styles on the Career Development of the Employees (Developed by author).
	Likert Scale Options
	Percentage of Answers

	Definitely would not
	3.7%

	Probably would not
	4.4%

	Neutral
	19.3%

	Probably would
	24.4%

	Definitely would
	48.1%



The data in the table can be evidently illustrated in the form of a Pie Chart as shown in the figure 4.3 for clearly demonstrating the findings.

[bookmark: _Toc145890826]Figure 4.3 Impacts of Leadership Styles on Career Development (Developed by author).

Discussion of Impacts of Leadership Styles on Career Development: On the basis of the graphical representation and the tabular data, it is possible to draw the conclusion that a sizeable majority of the participants are in agreement with the assertion that the leadership styles used inside an organisation have a significant impact on the professional progress of its workers. The participants' responses showed that 48.0% of them were in complete agreement with the scenario, while 24.4% of them were in some degree of agreement with it. It is possible to deduce, on the basis of statistical evidence, that the predominant style of leadership in an organisation has a considerable impact on the professional development of people working within that company. 

[bookmark: _Toc147348139]4.1.4. Opinions about the Impacts of Leadership Styles on Employee Wellbeing
A question was asked to evidently gather the responses regarding the impacts of different leadership styles on the employee wellbeing. Leadership style is an important factor in the determination of the employee wellbeing. The table 4.5 shows the impacts of leadership styles on the employee wellbeing.
[bookmark: _Toc145890966]Table 4.5 Impacts of leadership styles on Employee Wellbeing (Developed by author).
	Likert Scale Options
	Percentage of Answers

	Definitely would not
	3.7%

	Probably would not
	5.2%

	Neutral
	16.3%

	Probably would
	19.3%

	Definitely would
	55.6%



The findings from the table can be picturized in the form of a bar chart as shown in the figure 4.4 below.

[bookmark: _Toc145890827]Figure 4.4 Responses about the Impact of Leadership styles on the Employee Wellbeing (Developed by Author).

Discussion about the Impacts on Employee Wellbeing: According to the information shown in the figure that is located above, it is evident that the majority of the Survey Participants are in agreement that the leadership styles in an organisation have an effect on the welfare of the employees. How their bosses treat them is a major factor in determining the level of satisfaction and well-being that workers experience on the job. It is possible that the well-being of the workers will be badly impacted if the boss is impolite and does not appreciate the job that is being done by the employee. On the other side, an employer who acknowledges the value of an employee's contributions to the organisation is able to improve that employee's overall sense of well-being while working there. Therefore, it is possible to draw the conclusion that the types of leadership in a firm do, in fact, have an effect on the health and happiness of the workforce.
[bookmark: _Toc147348140]4.1.5. Opinions about the Impacts of Leadership Styles on the Employee Retention
A question was posed in the hopes of eliciting responses from people with knowledge on the subject of the effects of various leadership styles on an organization's ability for Employee Retention. The Survey Participants were given five alternatives to mark on the Likert Scale, but they were only permitted to choose one of those options to indicate their preference. The following table 4.6 are the replies to questions about the effects of different leadership styles on the rate of employee retention:

[bookmark: _Toc145890967]Table 4.6 Responses Regarding the Impacts of Leadership Styles on Employee Retention
	Likert Scale Options
	Percentage of Answers

	Definitely would not
	3%

	Probably would not
	5.9%

	Neutral
	23.7%

	Probably would
	23%

	Definitely would
	44.4%



For the purpose of elucidating the results in an understandable manner, the data presented in the table can be obviously displayed in the form of a Bar Chart, as shown in figure 4.5.

[bookmark: _Toc145890828]Figure 4.5 Responses about Impacts of Leadership Styles on Employee Retention (Developed by author).
From the data shown in the aforementioned figure, it is apparent that a significant proportion of the participants agree that the leadership styles within an organisation have an influence on employee retention. The manner in which workers are treated by their superiors significantly influences employee retention within an organisation. The potential consequences of an unpleasant and unappreciative employer on staff retention are significant. Conversely, an employer who recognises the significance of an employee's contributions to the business has the capacity to enhance the employee's overall feeling of job satisfaction and commitment to the organisation. Hence, it may be inferred that the various forms of leadership within an organisation really have an influence on staff retention.
[bookmark: _Toc147348141]4.2. Analysis of the Impacts of Leadership Styles on the Career Development, wellbeing and Retention of Employees
For the purpose of proving the second research question, the author formulated certain hypothesis statements based on the impacts of different leadership styles on the career development, retention and wellbeing of employees in Sobha Limited. The different leadership styles in an organization have different impacts on the Career Development, Retention and wellbeing of the employees within that organization. For identifying the impacts of leadership styles in the Sobha Limited, the author conducted the literature review and identified certain leadership styles as follows:
· Democratic Leadership
· Autocratic Leadership
· Transformational Leadership
· Bureaucratic Leadership
· Transactional Leadership
These leadership styles are found to impacts the Career Development, Employee Wellbeing and Retention of Employees (Dependent variables) in the Sobha Limited Company. Based on the aforementioned leadership styles (independent variables), the researcher formulated hypothesis statements as seen in the section 2.5. the hypothesis statements are outlined below:
· H1- The career development, wellbeing and retention of the employees is positively impacted by the democratic leadership style.
· H2- The autocratic leadership adversely affects the career development, wellbeing and retention of employees.
· H3- The transformational leadership positively impacts the career development, retention and wellbeing of the employees.
· H4- The bureaucratic leadership negatively impacts the career advancement, retention and wellbeing of employees.
· H5- The career development, retention, and wellbeing of the employees are positively impacted by the Transactional Leadership style.
The researcher through this section analyses the impacts by conducting the analysis using Chi Squared Test for assessing whether there exists a relationship between the leadership styles and Career Development, Employee Wellbeing and Retention of Employees in the Sobha Limited Company. The author also uses a Spearman Correlation analysis for assessing the degree and direction of the said impact. The subsections follow describes in detail about the impacts of each leadership styles on the Career Development, Employee Wellbeing and Retention of Employees in the Sobha Limited Company. In the following sections each of the dependent variable is tested with the independent variables.
[bookmark: _Toc147348142]4.2.1. Analysis on the Impacts of Leadership Styles on the Career Development of the Employees in Sobha Limited 
The questions 8, 10, 12, 14 and 16 in the survey questionnaire was asked to get the opinions of the Survey Participants about the impacts of Different Leadership styles on the career development of employees. The results of the survey were first analysed using the Chi Squared Test in SPSS 27 and the summarization of the results has been made as a table 4.7 as follows:
[bookmark: _Toc145890968]Table 4.7 Summarization of Chi Square Results of Career Development (SPSS 27)
[image: ]
The hypothesis statement can be:
H0- The leadership styles in an organization does not have an impact on the career development of the employees.
H1- The leadership styles in an organization have an impact on the career development of the employees.
The chi-square statistical test was used to investigate the relationship between two categorical variables, namely leadership styles and career development. A noteworthy correlation exists between leadership styles and career development, as shown by a statistically significant p-value of less than 0.05. Therefore, the null hypothesis (H0) was not supported. Therefore, all the alternative hypothesis stands accepted. For analysing the degree and direction of association between the variables, a spearman correlation analysis has been performed as depicted in the following table 4.8.
[bookmark: _Toc145890969]Table 4.8 Results of Spearman Correlation for Career Development (SPSS 27).
[image: ]
In the above table 4.8 The values of all the Spearman Rho Value of all the Leadership styles have a significance of 0.00 which is less than 0.05, and hence it can be assumed that all the alternative hypothesis statements are accepted. But in this case the Correlation Coefficient value of Bureaucratic Leadership shows a negative value and also its value is too low. The negative value suggests that it has a negative correlation with the variable career development, but as the value is too low, it corresponds that the leadership style has a considerably low impact on the career development of the employees. The style with a higher impact compared to the other leadership styles is the Democratic Leadership with a value of 0.666.
[bookmark: _Toc147348143]4.2.2. Analysis on the Impacts of Leadership Styles on the Employee Wellbeing
In order to evaluate the effects of various leadership styles on the overall welfare of employees, a series of inquiries were posed in the survey questionnaire. Specifically, questions 8, 10, 12, 14, and 16 were included for this purpose. The survey findings were initially subjected to analysis utilising the Chi Squared Test within the SPSS 27 software. Subsequently, a concise summary of the outcomes was compiled in the form of a tabular representation, presented as follows:
The hypothesis statements can be developed as follows:
H0- The leadership styles in an organization does not have an impact on the employee wellbeing
H1- The leadership styles in an organization have an impact on the employee wellbeing.

[bookmark: _Toc145890970]Table 4.9 Association with Employee Wellbeing and Leadership Styles- Chi Square Test (Developed by Author).
[image: ]

The utilisation of the chi-square statistical test was employed in order to examine the correlation between two distinct categorical variables, specifically the various styles of leadership and the overall state of employee wellbeing. There exists a notable association between various leadership styles and the overall well-being of employees, as evidenced by the presence of a statistically significant p-value below the threshold of 0.05. Consequently, the null hypothesis (H0) was not substantiated. Henceforth, it can be concluded that all alternative hypotheses have been duly acknowledged and embraced. The results of Spearman Non-Parametric Correlation analysis are presented in Table 4.10.
Within the following table, denoted as 4.2, one can observe the comprehensive compilation of the Spearman Rho coefficients, encompassing the values pertaining to all variables under consideration. The significance level of 0.00 indicates that the value of all the leadership styles holds considerable importance, as it falls below the threshold of 0.05. Consequently, we can infer that all the alternative hypothesis statements are deemed valid and accepted.

[bookmark: _Toc145890971]Table 4.10 Spearman Non-Parametric Corelation Analysis of Employee Wellbeing (SPSS 27 Software).
[image: ]
However, in this particular instance, it is noteworthy to observe that the Correlation Coefficient pertaining to Bureaucratic Leadership exhibits a negative numerical value, thereby indicating an inverse relationship. Furthermore, it is imperative to acknowledge that the magnitude of this coefficient is relatively diminutive, signifying a weak association between the aforementioned leadership style and the corresponding variable under consideration. The presence of a negative value implies a negative correlation between the leadership style and wellbeing of the employees. However, due to the insignificantly low magnitude of the value, it can be inferred that the impact of the bureaucratic leadership style on employee wellbeing is notably weak. Among the various leadership styles under scrutiny, it is discerned that the Democratic Leadership style exhibits a superior influence, surpassing its counterparts, with a notable value of 0.698.
[bookmark: _Toc147348144]4.2.3. Analysis on the Impacts of Leadership Styles on the Employee Retention
To assess the impact of different leadership styles on Employee Retention, a series of questions were presented in the survey questionnaire. 


[bookmark: _Toc145890972]Table 4.11 The Results of Chi Square Results of Employee Retention (SPSS 27).
[image: ]
The hypothesis statement can be:
H0- The leadership styles in an organization does not have an impact on the employee retention.
H1- The leadership styles in an organization have an impact on the employee retention.
The survey findings underwent initial analysis through the application of the Chi Squared Test using the SPSS 27 software in the table 4.12. Following the events that transpired, a succinct synthesis of the results was meticulously assembled in the format of a tabular manifestation, elegantly showcased as in the above table.
The application of a statistical test called the chi-square test was utilised to investigate the association between two discrete categorical variables, namely the diverse forms of leadership and the retention of employees. A discernible correlation can be observed between diverse leadership styles and the retention of employees, as substantiated by the existence of a  p-value that falls below the value of 0.05. As a result, it can be concluded that the null hypothesis (H0) was not supported by the evidence. Therefore, it can be inferred that all alternative hypotheses have been duly recognised and embraced. Table 4.12 showcases the outcomes derived from the Spearman Non-Parametric Correlation analysis.

[bookmark: _Toc145890973]Table 4.12 Spearman Correlation Analysis of Employee Retention (SPSS 27).
[image: ]
From the table, it is important to notice that the Correlation Coefficient associated with Bureaucratic Leadership has a negative numerical value, suggesting an unfavourable association but with a somewhat lesser correlation. The existence of a negative number indicates an inverse relationship between the leadership style and the employee retention. Therefore, one might deduce that the influence of the bureaucratic leadership style on the Employee Retention is significantly limited. Among the several leadership styles now under examination, it has been observed that the Democratic Leadership style demonstrates a higher level of impact compared to other styles, as shown by a significant value of 0.690. All of the alternative hypotheses have been accepted since the p-value is below the significance level of 0.05.
Discussions Based on the Results of Chi Squared Test Analysis:  In order to address the second research question, the author has developed a set of hypothesis statements that are grounded on the examination of the effects of various leadership styles on the career advancement, employee retention, and overall well-being within the organisational context of Sobha Limited. The many leadership styles used within an organisation have distinct effects on the career development, retention, and overall well-being of its personnel. The author created three separate tables based on the findings of a study using the Chi Squared Test and the SPSS 27 programme. The analysis focused on the effects of various leadership styles on the career development, well-being, and retention of employees working for Sobha Limited. The findings shown in tables 4.7, 4.9, and 4.11 are virtually identical to one another. The statistical test known as chi-square was used in order to study the nature of the connection that exists between the category variables, namely leadership styles and career development, well-being, and retention of employees. A p-value of less than 0.05 indicates that there is a statistically significant association between leadership styles and the career development, well-being, and retention of employees. This correlation is interesting since it shows that there is a positive relationship between these three factors. As a result, the hypothesis of no effect (H0) was found to be unsupported. Since this is the case, none of the alternative hypotheses can be rejected.
Discussions based on the Results of Spearman Correlation Analysis: The author also tabulated the findings of the Spearman Correlation Analysis and presented them in the form of three tables, as can be seen in the outcomes of the Chi Squared test.  Tables 4.8, 4.10, and 4.12 are almost similar to one another; the only difference is that the values for the various leadership styles vary from table to table. The Democratic leadership has a stronger beneficial influence on the Career Development, Wellbeing, and Retention of the Employees in Sobha Limited, as seen in all three tables. The Correlation Coefficient that is connected with Bureaucratic Leadership has a numerical value that is negative, which indicates an adverse link despite the fact that the correlation is only moderately strong. There is an inverse association between the leadership style and the career development, wellbeing and retention of the employees. Since this is the case, one may draw the conclusion that the effect of the bureaucratic leadership style on the career development, wellbeing, and retention of employees is considerably restricted. Because the p-value is lower than the 0.05 threshold for significance, it can be concluded that none of the alternative hypotheses should be rejected. The following table 4.13 describes the results of the hypothesis statements after the process of analysis.

[bookmark: _Toc145890974]Table 4.13 Results of Hypothesis Statements after the Analysis (Developed by Author).
	Independent Variables
	Hypothesis
	Status

	Democratic Leadership
	The career development, wellbeing and retention of the employees is positively impacted by the democratic leadership style.
	Accepted

	Autocratic Leadership
	The autocratic leadership adversely affects the career development, wellbeing and retention of employees.
	Accepted

	Transformational Leadership
	The transformational leadership positively impacts the career development, retention and wellbeing of the employees.
	Accepted

	Bureaucratic Leadership
	The bureaucratic leadership negatively impacts the career advancement, retention and wellbeing of employees.
	Accepted

	Transactional Leadership
	The career development, retention, and wellbeing of the employees are positively impacted by the Transactional Leadership style.
	Accepted



As can be seen in table 4.13, each of the claims constituting the null hypothesis is refuted, which results in the acceptance of all of the statements constituting the alternative hypothesis. Therefore, it is possible to illustrate that the various leadership styles that are prominent in the organisation have an influence on the career growth, retention, and overall wellbeing of employees working for Sobha Limited.
[bookmark: _Toc147348145]4.3. Identification and Recommendations for Effective Leadership Style for Career Development, Retention and Wellbeing of Employees in Sobha Limited
For the purpose of answering the third research question, the author utilizes the results of the Chi Squared Test, Spearman Correlation analysis and Descriptive statistics conducted for answering the second research question. From the analysis of the data, it can be concluded that the Democratic Leadership style is the most recommended leadership style for the career growth, retention n and wellbeing of the employees in Sobha Limited. The significance of wellbeing, retention and career development of employees cannot be overstated for organisations seeking to accomplish their objectives and retain their skilled workforce. Nevertheless, several leaders encounter challenges while attempting to establish a work atmosphere that promotes positivity and productivity. The case of Sobha limited is also not different, the company also struggles to maintain the wellbeing and retention of employees and also to facilitate their career development which results in an increased employee turnover. This is because of the absence of an effective leadership style or due to the absence of a style that positively impacts the career development, wellbeing and the retention of employees. By conducting the overall research process, the author identified the best leadership strategy that could be followed for facilitating the employee wellbeing, retention and career development.
The author came at a conclusion regarding the most appropriate leadership style that may be adopted in the organisation by doing a statistical analysis of the survey findings using descriptive statistics, the Chi Squared test, and also spearman correlation analysis. 
By carrying out the descriptive statistics, the author was able to determine that the Democratic Leadership is the type of leadership that is the most widely accepted by the Survey Participants, who were the employers in Sobha Limited itself. This is because, according to the Survey Participants, the Democratic type of leadership has the greatest impact on facilitating the career development, retention, and wellbeing of employees. 

[image: ]
[bookmark: _Toc145890829]Figure 4.6 Leadership Styles for Sobha Limited (Developed by author).
The conclusions of the descriptive statistics were also validated by the findings of the Spearman Correlation Analysis. At the instance of Career Development, Retention, and Wellbeing of Employees at Sobha Limited, the study using the Spearman Correlation found that Democratic Leadership had the most correlation value when compared to the other leadership styles. The figure 4.6 shows the highly accepted leadership style for Sobha Limited.
[bookmark: _Toc147348146]4.3.1. Recommendations for Enhancing the Career Development, Wellbeing and Retention of Employees in Sobha Limited Using Democratic Leadership
Define and communicate the vision
A crucial first measure for fostering employee engagement and motivation is the clear and consistent articulation and dissemination of the organisational goal. The vision of an organisation serves as its overall purpose and direction, serving to motivate and align the team members. By articulating and communicating your organisational vision, you may enhance employee comprehension of the significance of their job in relation to the broader context, as well as establish clear expectations regarding the values and behaviours that are desired from them. The use of one's visual perception may serve as a valuable tool in establishing and evaluating personal objectives, as well as identifying and acknowledging one's accomplishments.
Provide constructive criticism and guidance
Another crucial approach for enhancing employee engagement and motivation is consistently and effectively offering feedback and coaching to workers. Feedback and coaching play a crucial role in facilitating the enhancement of employee performance, acquisition of new abilities, and resolution of obstacles. By providing feedback, employers have the opportunity to recognise the strengths and areas for growth of their workers, while also offering precise and implementable recommendations. Through the practise of coaching, one may effectively facilitate the growth and advancement of workers, fostering an environment that empowers individuals to independently discover answers and assume responsibility for their tasks.
The act of delegating tasks and empowering individuals
One further approach for enhancing employee engagement and motivation is the delegation of tasks and the provision of empowerment to workers, enabling them to assume more responsibility and exercise autonomy. Delegation and empowerment are not only efficacious strategies for allocating one's time and concentrating on essential responsibilities, but also serve as demonstrations of trust and confidence in the capabilities and potential of one's subordinates. Through the process of delegation and empowerment, it is possible to stimulate the growth and development of workers, provide them more autonomy and authority in relation to their tasks, and cultivate an environment characterised by responsibility and cooperation.
Facilitate the establishment of avenues conducive to the acquisition of knowledge and the cultivation of personal growth.
One further approach to enhance employee engagement and motivation is the establishment of avenues for employee learning and professional growth. The acquisition of knowledge and the enhancement of skills via learning and development initiatives are of utmost importance in ensuring that staff remain up-to-date, proficient, and capable of maintaining a competitive edge in an ever-evolving market. By facilitating avenues for educational and professional growth, employers may effectively support their workforce in broadening their expertise, augmenting their skill sets, and progressing in their professional trajectories. In addition, it is possible to enhance individuals' creativity, ingenuity, and problem-solving abilities.
Acknowledge and provide incentives
One other approach to enhance employee engagement and motivation is acknowledging and rewarding workers for their exertions and accomplishments. Recognition and reward serve as potent methods for expressing appreciation and thanks towards workers for their accomplishments, while also reinforcing the desired behaviours and results that have significance. By implementing a system of recognition and rewards, organisations have the potential to enhance employee happiness, foster loyalty and dedication, and stimulate higher levels of performance and a pursuit of excellence within their workforce.
Establishing trust and fostering partnerships
One more approach for enhancing employee engagement and motivation is cultivating trust and fostering connections with one's colleagues. Trust and connections serve as the fundamental pillars around which a successful team is built, exerting a significant impact on many aspects of employee engagement, motivation, communication, cooperation, and performance. By cultivating trust and fostering interpersonal connections, one may establish a conducive work atmosphere that promotes positivity and support, so engendering a sense of worth, respect, and well-being among workers. Additionally, it is possible to cultivate a feeling of inclusivity, individuality, and collective spirit within the team.
[bookmark: _Toc147348147]4.4. Chapter Summary
This chapter encompasses the examination of the survey data through the utilisation of various statistical methodologies, including Descriptive Analysis, Chi Squared Test, and also the Spearman Correlation Analysis. The subsequent inferences can be derived from this particular segment:
· Researcher disseminated the hyperlink of survey among a collective of 150 persons, and out of this cohort, a noteworthy 135 individuals provided their responses. The analysis of the survey data's descriptive statistics reveals that the observed range of Skewness values, which spans from -2 to +2, allows for the inference that the data exhibits characteristics commonly associated with a normal distribution.
· The results derived from the Chi Squared Test suggest the presence of a discernible association between the categorical variables encompassing the Leadership styles and the Career Development, Retention, and Wellbeing of Employees.
· It can be inferred that all assertions regarding the null hypothesis have been refuted, thereby indicating a potential association between the categorical variables.
· The results derived from the Spearman correlation analysis deduces that every variable exhibits a positive correlation, thereby indicating a direct relationship with the measured variable, with the exception of Bureaucratic Leadership, which exhibits a negative correlation. 
· The leadership style known as Democratic Leadership has demonstrated a discernible influence on various facets of organisational dynamics, particularly in relation to the advancement of employees' career trajectories, the preservation of their commitment to the organisation, and the enhancement of their overall state of well-being.



[bookmark: _Toc147348148]5. CONCLUSIONS AND RECOMMENDATIONS
This particular segment of the research encompasses the concise synthesis of the comprehensive findings of the study in correlation with the research questions and objectives. This dissertation aims to identify and evaluate the impacts of the Leadership styles on the career advancement, retention and well-being of the employees in Sobha limited. In pursuit of accomplishing the objective of the dissertation, the author diligently undertook the research process by methodically addressing the research questions in the subsequent manner.
[bookmark: _Toc147348149]5.1. Conclusions 
The conclusions can be given through the answering of the research questions:
RQ1- What are the different styles of leadership prevalent in organizations?
Answer: In order to address research question 1, a comprehensive examination of the pertinent literature has been undertaken (in section 2.4) to explore the diverse array of leadership styles frequently encountered within organisational settings. The leadership styles that have been identified encompass Transformational, Democratic, Transactional, Bureaucratic, Autocratic, and Servant type of leadership. A democratic leader exercises their decision-making process by judiciously considering the opinions and feedback of their team members. In more rudimentary terms, they ensure the active participation of all individuals in the process of making decisions. Autocratic leadership stands in stark contrast to its democratic counterpart. The inclusion of team members' perspectives is regrettably overlooked in the process of formulating business decisions. On the contrary, it is the expectation of leaders that their subordinates conform to their decisions, a practise that proves to be inherently unsustainable over an extended period of time. Transformational leaders possess the remarkable ability to ignite the dormant potential within individuals, propelling them towards the attainment of extraordinary feats that surpass conventional expectations. Their objective is to effectuate a metamorphosis and enhance the operational and cognitive capacities of team members and organisations through the utilisation of motivation and encouragement. The bureaucratic leadership style adheres steadfastly to established rules and regulations. As an illustration, one may attentively consider the perspectives of their colleagues when making determinations.


RQ2- What are the impacts of different leadership styles on the career development, Retention and wellbeing of employees?
Answer: The author conducts an extensive examination of the impacts of different leadership styles on workers' career progression, job retention, and overall well-being by means of a thorough study of existing research. For the purpose of answering and proving the research question 2, the author develops the hypothesis statements from the review of relevant literatures as seen in the section 2.5 of the research. The author generated five hypothesis statements to provide guidance for further research endeavours. The hypothesis statements were formulated to examine the effects of different leadership styles on the career growth, retention, and welfare of workers within Sobha Limited. Drawing upon the postulation of hypothesis statements and the utilisation of categorical variables, the author has undertaken the task of formulating a comprehensive survey questionnaire with the aim of procuring the valuable insights and perspectives of the esteemed employees of Sobha Limited. The survey questionnaire included questions 8, 10, 12, 14, and 16, which aimed to gather the perspectives of the survey participants about the effects of various leadership styles on the professional growth of workers. The survey was administered through the utilisation of Google Forms, employing a sample size comprising 135 Survey Participants. The data collected from the survey was subjected to rigorous analysis employing Descriptive Statistics, Spearman Correlation analysis, and the Chi Squared Test (as seen in section 4.2). There is a statistically significant relationship between leadership styles and career advancement, well-being, and retention of workers since the p-value is less than.05.  It followed that H0, the null hypothesis, was rejected. Thus, all the hypothesis statements developed stands accepted. Therefore, it can be inferred that various leadership styles, namely Democratic, Transformational, and Transactional, have a positive influence on the career development, wellbeing, and retention of employees in Sobha Limited. However, the Autocratic and Bureaucratic leadership styles have a negative impact in this regard and thus, the research question 2 is proved.
RQ3- Which is the best leadership strategy that can be implemented in Sobha Limited for the career development, retention and wellbeing of Employees in Sobha Limited?
Answer: In order to address the third research inquiry, the author employed various data analysis tools, including descriptive analysis, Spearman Correlation and the Chi Squared Test (Section 4.1,4.2 and 4.3). Through the meticulous application of descriptive statistics, the author adeptly discerned that the Democratic Leadership style emerged as the preeminent form of leadership, garnering the highest degree of acceptance amongst the esteemed Survey Participants, who, in this case, were the employers within the esteemed organisation of Sobha Limited. This phenomenon can be attributed to the fact that, as per the individuals surveyed, the Democratic style of leadership exerts the most profound influence in fostering the career advancement, retention, and welfare of personnel. The accuracy of the descriptive statistics' conclusions was further substantiated by the outcomes derived from the Spearman Correlation Analysis. In the pursuit of enhancing the career development, retention, and overall wellbeing of employees at Sobha Limited, a comprehensive study was conducted utilising the Spearman Correlation method. The findings of this study revealed that among various leadership styles, Democratic Leadership exhibited the highest correlation value.
[bookmark: _Toc147348150]5.2. Limitations of the Research
The following are the limitations of the research.
· Given the limited sample size of this study, which encompasses a mere 135 participants, it is imperative to acknowledge that the chi-square test, a statistical tool employed herein, is particularly susceptible to the influence of sample size. When dealing with a sufficiently extensive dataset, even seemingly inconsequential associations have the potential to manifest as statistically significant.
· The Spearman Correlation Analysis employed in this study possesses the capacity to accommodate solely a restricted quantity of observations or items.
· This research utilizes the survey questionnaire as a primary mode of data collection. A major drawback in the survey is that the Survey Participants lack the freedom to express their feelings freely.
[bookmark: _Toc147348151]5.3. Recommendations for the Companies in the Industry
· Implementing the Model Developed form this research- The companies can implement the Democratic Leadership in their workplace for better enhancing the career development, retention and wellbeing of their employees. The model can be further developed for assessing the performance of the organization after its successful deployment.
· The process of onboarding and orientation- It is important to ensure that every newly hired individual is provided with the necessary resources and support to achieve success right from the beginning. The onboarding process need to include comprehensive instruction for newly hired personnel, including not just job-specific knowledge, but also an understanding of the organisational culture and strategies for effective participation and growth within it. It is essential not to neglect this crucial first stage. The provision of training and assistance, whether via in-person or virtual means, at the outset of an employee's employment may significantly influence their overall experience and performance inside your organisation.
· Mentorship programmes- Mentors possess the ability to provide a warm welcome to newly arrived individuals inside the organisation, provide valuable assistance, and serve as a reliable source for seeking advice and feedback. This arrangement is mutually beneficial as it allows newly recruited team members to acquire knowledge and skills from experienced personnel, while simultaneously providing their mentors with a novel perspective.
· Employee compensation- It is essential for organisations to provide their workers with competitive remuneration, necessitating employers to periodically assess and modify salary structures. Even in situations when a corporation is unable to now raise employee wages, it is worth contemplating the possibility of offering other types of remuneration, such as bonuses. It is important to consider the enhancement of healthcare benefits and retirement plans, since these factors have the potential to augment workers' job happiness.
· Communication-  It is essential that the subordinates, regardless of their physical presence in the workplace or distant location, see leaders as approachable and receptive to their suggestions, inquiries, and apprehensions without any time constraints. As a leader, it is essential to fulfil the responsibility of fostering timely, productive, and good communication across the whole of the team. It is important to establish proactive communication channels with every member of the team on a consistent basis in order to get insights about their workload and level of job satisfaction.
· Continuous feedback on performance- It has become more popular among employers, leading many to shift away from the traditional yearly performance review in favour of more regular interactions with team members. During individualised sessions, engage in discussions with workers on their immediate and future professional aspirations, provide constructive criticism, and assist them in envisioning their prospective trajectory within the organisation. It is important to refrain from making commitments that cannot be fulfilled. However, engaging in a constructive dialogue about prospective career progression scenarios and devising a pragmatic strategy to attain such objectives is highly recommended.



[bookmark: _Toc147348152]6. FUTURE RESEARCH ENDEAVOURS
Significant advancements have been achieved in the realm of leadership research, shedding light on the factors contributing to the efficacy of leadership. Currently, there exists a broad range of leader behaviours that have been identified as potentially impacting leader effectiveness, career advancement, employee retention, and employee well-being. The notion that leadership is not confined to a select few individuals inside organisations is evident. 
It is acknowledged that leaders must adapt their behaviours and styles in accordance with the specific circumstances. Contemporary organisations exhibit significant disparities when compared to their historical counterparts. Leaders in modern organisations are confronted with a number of novel difficulties, such as decentralised organisational structures, globalisation, dynamic surroundings, a varied workforce, and alternative work arrangements. It is important for researchers to ascertain the continued relevance of previously established successful leader behaviours within the context of the present-day corporate environment. Further investigation is required about the attributes and proficiencies that are particularly pertinent to leadership within a multifaceted and volatile context. Leadership Researchers have to expand their horizons beyond the conventional and secure survey methodology in order to effectively capture the inherently dynamic attributes of leadership. Through this research the author develops the following recommendations for the future researchers for succeeding in the research about the impacts of leadership styles in the career development, retention and wellbeing of the employees.
Employment of Diverse Methodologies for Data Collection: It is imperative for scholars in the field of leadership research to transcend the confines of conventional survey methodologies and venture into uncharted territories in order to comprehensively apprehend the inherently dynamic attributes that define effective leadership. A more meticulously devised research endeavour that encompasses a diverse range of methodologies and an augmented utilisation of qualitative methods. Employing a diverse array of methodologies whenever feasible and allocating greater scrutiny to the suitable levels of analysis for the theoretical constructs under investigation.
Making the Research as a Foundation- This research holds significant potential to serve as a foundational framework for future scholars in the realm of leadership research, enabling them to expand upon its findings and contribute to the advancement of this field. The expansion of the research could encompass a broader range of samples through the utilisation of alternative sampling methodologies. Additionally, the analysis of the gathered data could be enhanced by employing sophisticated statistical methodologies beyond the sole reliance on the Chi Squared Test and also the Spearman Correlation Analysis.
Working on the Model Further- The researchers possess the capacity to employ the model derived from this research in order to enhance its efficacy by integrating additional leadership styles and further exploring their influence on employee retention, well-being, and career advancement.
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[bookmark: _Toc147348155]A. Survey for Gathering Responses
Greetings everyone, I am Aswathy Vadakkedath Appu an MBA HR Management student at the University of Wales Trinity Saint David, London Campus.
This survey is an integral component of a comprehensive research study that I am doing as part of my master's thesis. In order to investigate the effects of leadership styles on employee career advancement, retention, and well-being within Sobha Limited, I am seeking relevant data to inform my study.
The leadership styles in an organization can be summarized as follows: the democratic leadership style is distinguished by a leader's decision-making process being impacted by the views and information provided by team members. In contrast, autocratic leadership is characterised by the unilateral decision-making process, whereby the viewpoints and contributions of team members are disregarded. Transformational leadership is a leadership style that enables significant organisational changes by fostering a culture of encouragement and inspiration among team members, so motivating them to attain their goals. Transactional leadership is characterised by its focus on short-term goals, a strong emphasis on achieving desired outcomes, and a tight adherence to set norms and procedures. Servant leadership places utmost importance on a leader's duty as a servant to the team, prioritising it above all other concerns.
The scientific research I am doing will derive significant advantages from the data collected. Furthermore, any responses you offer will be treated with utmost confidentiality. Approach this survey with a positive perspective. For any queries and questions regarding the survey and the research you can contact me in the following details:
Name: Aswathy Vadakkedath Appu
Email: 2217024@student.uwtsd.ac.uk
Name of Supervisor: Mohamed Asim
Email: mohamed.asim@uwtsd.ac.uk
We express our gratitude for your willingness to dedicate your time to provide feedback via this survey. You can choose whether to participate or not by marking your consent in the following consent form. 
(All the *marked fields are mandatory)

1. Consent for participating in the survey (Mark only one*)

[image: ]

2. Gender (Mark only one*)
[image: A black and white line

Description automatically generated]
3. Profession (Mark only one*)

[image: A black text on a white background

Description automatically generated]
4. Which among the following leadership style is prevalent in your company? (Mark only one*)

[image: A table of text with black lines

Description automatically generated with medium confidence]
5. Do you believe that the leadership styles in a company have an impact on the career development? (Mark only one*)

[image: A white rectangular box with black numbers

Description automatically generated with medium confidence]
6. Do you believe that the leadership styles in a company have an impact on the Employee Wellbeing? (Mark only one*)




[image: A table with numbers and letters

Description automatically generated with medium confidence]
7. Do you believe that the leadership styles in a company have an impact on the Employee Retention? (Mark only one*)

[image: A white rectangular object with black text

Description automatically generated with medium confidence]
8. What is your opinion regarding the impact of democratic leadership on the career development, retention and wellbeing of employees? (Mark only one*)


[image: A table with numbers and lines

Description automatically generated]
9. Do you believe that the employees would get motivated and satisfied through a democratic leadership? (Mark only one*)

[image: A white rectangular grid with black numbers

Description automatically generated with medium confidence]
10. The autocratic type of leadership style has a negative impact on the career development, well-being and retention of the employees. Do you agree with this statement? (Mark only one*)

[image: A table with numbers and lines

Description automatically generated]
11. Do you believe that the morale of the employees will become lower if the autocratic leadership is in place? (Mark only one*)

[image: A table with numbers and lines

Description automatically generated]
12. The transformational type of leadership has a positive impact on the employee retention, wellbeing and career development. Do you agree with this statement? (Mark only one*)

[image: A white paper with black text

Description automatically generated]
13. Do you believe that through transformational leadership the employee turnover will decrease? (Mark only one*)

[image: A table with numbers and lines

Description automatically generated]
14. What impact do the bureaucratic leadership have on the career development, well-being and retention of the employees in a company? (Mark only one*)


[image: A white rectangular grid with black lines

Description automatically generated with medium confidence]
15. Do you think that the productivity and the creativity of the employees are negatively impacted by the bureaucratic leadership? (Mark only one*)

[image: A table with numbers and lines

Description automatically generated with medium confidence]
16. What impact does the transactional leadership has on the career development, well-being and the retention of employees? (Mark only one*)

	Highly positive Impact 
	1
	☐
	
	2
	☐
	
	3
	☐
	
	4
	☐
	Highly negative impact
	5
	☐


17. Do you think that through the transactional leadership the competition and the conflicts between the employees will increase? (Mark only one*)
[image: A white paper with black text

Description automatically generated]
[bookmark: _Toc147348156]B. Results of Chi Squared Test
[image: ]
[image: A table with numbers and a few words

Description automatically generated with medium confidence]
[image: ]
[image: A table with numbers and words

Description automatically generated]


[image: ]
[image: A table with numbers and a number of employees

Description automatically generated]


[bookmark: _Toc147348157]C. Results of Spearman Correlation Analysis
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