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Abstract 
Leadership is much researched concept, which has been the subject of many studies keen to explore the qualities and characteristics of an effective leader. Regardless, the success or failure of an organisation depends on the leadership style employed by the leader.  This study explores the link between leadership style and employee morale using Charmaine Plastics as a case study. The main objective is to identify a link between the leadership style at this company and the low employee morale. A desktop study and in-depth interviews were used as qualitative data collection methods for the study. Based on the literature review, the study provides various expected conclusions from the interviews with the employees at Charmaine Plastics. 
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Introduction
Leadership is a much researched concept that has been studied for many years with the objective of understanding the qualities or characteristics that define good leadership. Although there is no conclusive definition of leadership, the most common used definition of leadership is that it is a process in which a person influences various individuals towards a shared vision or common goal (Northouse, 2016). In the context of this definition, it implies that leadership involves a person in authority who wields influence over a group of people or followers. Leadership is synonymous with the concept of power, which refers to one’s capacity to influence or impact other people’s attitudes, beliefs and actions. Northouse (2016) notes that someone cannot be a leader if he or she does not have power that comes with a leadership position. 
Various sources of power include legitimate, reward, coercive, information, referent and expert power; the latter two are categorized as personal power because a person does not need to hold an officially recognized position to attain such kind of power. On the other hand, the first four are categorized as position power because they are derived from holding an official position, such as a head of state who has the power to hire and fire his subordinates on the basis of the powers vested by the constitution. The concept of management has often been confused with leadership because they both involve the wielding of influence. However, managers are majorly concerned with day-to-day activities of entities under their control, including staffing, controlling and planning. Unlike leaders who are tasked with initiating change in an organization for the long-term benefit, managers are required to maintain order and consistency (Northouse, 2016). 
The leadership style employed by those at the helm of organisations is crucial to the success or failure of these organizations. Three main approaches have been used to explain the different leadership styles that leaders apply to their followers. They include the trait, skills and behavioural approaches to leadership. According to Northouse (2016), behavioural approach to leadership is characterised by two types of behaviours by leaders: task behaviour and relationship behaviour. Task behaviour is concerned with ensuring that the goals or tasks of the organisation are accomplished at whatever cost. Conversely, relationship behaviour focuses on improving employee relations among themselves, with the management and in different kinds of situations in which the company finds itself. This paper proposes a research on the impact link between leadership style and low employee morale at Charmaine Plastic Products Company. 
Research rationale 
In the 21st Century – as well as in the years to come – human resource will be a most valuable asset in an organisation. Thus, it is important for organisations to ensure that their employees are in the right frame of mind concerning their attitudes, feelings and emotions, which are collectively integral in determining their output towards meeting the objectives, mission and vision of the organisation. Morale is mental and emotional state in which a person feels enthusiastic, zealous, and confident that they will be able to handle the tasks assigned to them. Leadership style is one of the most critical factors that will determine the levels of morale among employees. Low employee morale is an indication that there is a problem between employer-employee relations (Lee et al., 2012). This research is necessary to shed light on how the leadership style employed by the owner of Charmaine Plastics Products has impacted employee morale. Identifying the leadership mistakes will allow him to correct them before low employee morale starts to affect the success of the organisation. The results of the study will also be helpful in identifying strategies to improve leader-follower relations to enable Charmaine Plastic Products attain its organisational objectives, mission and vision. 
Profile of company
Established in 1988, Charmaine Plastic Products is a sole proprietorship business that specialises in the manufacture of plastic household products, such as mini=bloc chairs, chicken feeders and water troughs, drawers and other household accessories. Under the leadership of Francis Lim, it employs 50 employees of who two are office administrators, two production line specialists and two quality assurance officers whereas the rest are machine operators. Low employee morale has been a noticeable problem for some time as employee productivity has reduced. 
Aims and objectives 
The main aim of this study is to identify and explore the link between task behaviour approach and low employee morale at Charmaine Plastic Products Company. Specifically, the study aims: 
i. To identify the leadership style employed by the sole proprietor of Charmaine Plastic Products; 
ii. To identify the leadership and management actions that contribute to low employee morale at Charmaine Plastic Products; and 
iii. To provide recommendations on effective leadership and management strategies to improve the employee morale and productivity at Charmaine Plastic Products.
These objectives may be captured through the following research questions:
i. What is the leadership style employed by the sole proprietor of Charmaine Plastic Products?
ii. What are the leadership actions or strategies that have contributed to low employee morale at Charmaine Plastic Products?
iii. What are the effective leadership and management strategies improving employee morale and productivity at Charmaine Plastic Products? 
Literature Review
Leadership styles 
As a much-studied concept, various studies or scholars have come up with varying definitions of leadership. None the less, the common denominator is that it is the act of influencing followers or subordinates towards a common mission or vision of an organisation. Nanjundeswaraswamy and Swamy (2014) note that today’s concept of leadership is that it involves a cordial relationship between the employer and employees such that the latter is voluntarily inclined to follow the wishes of the former. This definition correlates to Tahir (2015) who notes that leadership involves an interaction between the leader and his or her followers, a relationship in which the leader tries to sway the followers to embrace and pursue a common organisational goal. This implies that a leader is not a leader without subordinates over which he or she is to exercise authority.  The pursuit of organisational goals becomes smooth-sailing when the leader involves the subordinates in the formulation of these goals and enables them to communicate their concerns and suggestions on the same. The authors add that this concept of leadership whose success is hinged on a good relationship between the employer and his or her subordinates is necessary in a rapidly changing world in which a huge percentage of employees are millenials with differing needs from the baby boomers. According to Khan et al. (2015) emphasis on the perfect leader has shifted from the classical autocrat to the one who embraces a participatory approach in the way that the organisational goals are pursued.  Consequently, the kind of relationship that the leader cultivates with his or her subordinates will depend on the leadership style adopted. Al Khajeh (2018) defines a leadership style as an amalgamation of characters or traits that influence the way that a leader relates with other people, including the subordinates. The Chartered Management Institute (2015) describes leadership as synonymous with authority by defining leadership style as the way in which a leader exercises his or her authority over other people. The components of a leadership style include the demeanour and conduct of the leader, his or her body language, tone and the words they use when addressing their subordinates (Chartered Management Institute, 2015).   Khan et al. (2015) however note that a leader’s leadership style is not cast in stone rather it changes in accordance with different circumstances. Based on this definition, it implies that leadership is a continuum along which there are different styles at any given time. For example, a leader may need to exhibit dictatorial traits at one moment and display democratic characteristics at another time. 
Subsequently, various leadership styles have been identified over the years depending on the characteristics or traits that are synonymous with them. They include the following: transformational, transactional, autocratic, democratic, laissez faire and bureaucratic. Each one of these leadership styles has its advantages and disadvantages depending on the circumstances under which they are applied as well as the organisational culture (Khan et al., 2015). An autocratic leadership style is characterised by a concentration of power in the leader with minimal or no involvement of the employees in decision making. According to Khan et al. (2015), autocratic leaders apply threats or coercion to influence their employees. As successful leadership requires a level of trust between the leader and subordinates, autocratic leadership is characterised by low trust levels between the leader and subordinates (Chartered Management Institute, 2015). On the polar end, a democratic form of leadership is synonymous with employee involvement in decision making. According to Khan et al. (2015), the leader retains the right to make the final decision albeit after gathering information from his or her employees to enable an informed decision on the same. Whereas autocratic leaders are manipulative and bossy, democratic leaders value the opinions and needs of their followers and as such will always endeavour to cater for their welfare in the decisions (Al Khajeh, 2018). Closely related to the democratic leadership style is transformational leadership in which the leader guides the subordinates towards change allowing them to harness their potential to become better people. Thuijsman (2015) describes transformational leaders as charismatic and able to inspire their followers to aspire to develop in their careers by going beyond the bare minimum insofar as their roles and responsibilities are concerned. Al Khajeh (2018) further notes that a transformational leader stirs emotions in his employees so that these employees are motivated to transform themselves for their individual good and that of the organisation. The description of a transformational leader and the relationship with employees subsequently implies a leader who focuses on intrinsic reward of employees. Chartered Management Institute (2015) reveals that transformational leaders provide a supportive climate in which employees are able to thrive and develop their careers. This is the polar opposite of transactional leadership that is characterised by exchange of targets and rewards. In exchange for fulfilling the organisational goals, employees are rewarded intrinsically through promotions, bonuses or salary raises (Khan et al. 2015). Unlike transformational leadership, transactional leaders do not focus on developing a culture of creativity and innovation (Al Khajeh, 2018). Instead, the focus is on task completion and goal attainment, which are only possible through employee compliance. According to Nanjundeswaraswamy and Swamy (2014) a transactional leader believes that employee compliance and motivation is only possible through rewards and threats of punishment. Bureaucratic leadership style involves the influence of employees to follow laid-down procedures and policies without any digression (Al Khajeh, 2018). Based on this description, this leadership style seems to have an uncanny resemblance to the autocratic leadership style. A bureaucratic leader is more focused on the processes within the organisation and not the people (Al Khajeh, 2018). 
Several studies have been conducted to understand how leaders mix task and relationship behaviours to come up with a leadership style that suits the organisation. One of these studies is by the University of Michigan, which identifies two kinds of leadership behaviour: production orientation and employee orientation. Leaders who are employee-oriented value their employees as human beings and pay keen attention to their special needs. On the other hand, production-oriented leaders see their employees as a means of accomplishing the organisational goals and nothing else (Northouse, 2016). The Leadership Grid by Blake and Mouton also classifies leadership behaviour as concern for people or concern for production. This grid is a model that combines these two aforementioned leadership behaviours to create different types of leadership style, including authority-compliance; country club management; impoverished management; team management; and middle-of-the-road management. 
Each of these leadership styles and behaviours consequently has an impact on employee morale and job satisfaction. Indeed, various studies have been undertaken worldwide to understand how leadership styles affect employee motivation. Voon et al. (2011) study, for instance, explores the link between employee job satisfaction and transformational leadership as well as transactional leadership in Malaysian public sector. The results reveal that transformational leadership is more effective of the two in boosting employee job satisfaction. Similarly, Bell and Raj’s (2016) study revealed that ineffective leadership is responsible for the low morale of IT employees at the Technopark IT Company in Trivandrum, India. As a result, the organisation has been affected by high absenteeism and attrition rate among the employees. Alghazo and Al-Anazi’s (2016) study on a private petrochemical company in Eastern Saudi Arabia also establishes a positive correlation between transformation leadership and high employee morale. It also establishes a negative correlation between a transactional leadership style and low employee morale. Ul-Haq and Kuchinke’s (2016) survey on 224 fulltime employees in the Pakistani banking sector similarly discovers a negative correlation between employees’ attitude towards their leaders and transactional leadership style.
Employee morale 
Employee morale is a concept that has been the subject of various studies in the past. These studies have majorly dwelt on the measures of employee morale as well as the factors that influence high or low morale among employees.  Linz et al. (2006) reveal that positive employee morale coicnides with other positive elements of a good employee, including job satisfaction, creativity, initiative, prioritisation of organisational goals over personal ones and productivity. Conversely, low employee morales morphs into high turnover rates, heightened absenteeism, employee sit-ins and reduced productivity. Other than leadership styles, several studies have explored the various factors that impact employee morale. For instance, Muskita and Kazimoto (2017) study identifies a positive link between a conducive workplace environment and increased employee morale. The study, conducted through interviews with 30 employees from various organisations in Jakarta, Indonesia, reveals that physical workplace elements, such as sufficient resources and comfortable furniture are integral to highly motivated employees. Employees whose workplaces lacked these physical components exhibited low morale and stagnant productivity whereas their organisations experienced high turnover rates. Similarly, Raja and Kumar (2015) emphasise on the importance of a good working environment for employees to be highly motivated and productive. One of the most important elements of a good working environment is a safe and healthy workplace that minimises workers’ exposure to occupational accidents and illnesses. Furthermore, employees need to be provided with adequate resources that enable them to execute their duties and responsibilities efficiently including machines that are in good working condition (Raja and Kumar, 2015). 
Likewise, Wolf et al. (2013) study of employee morale within a mental health organisation identifies a positive correlation between organisational culture/working environment and positive employee morale. Out of the 1,273 frontline workers that were interviewed, 1,241 admitted that a conducive working environment is integral to their morale and subsequently, their productivity.  Another study by Zafar et al. (2017) established that workplace environment factors play a crucial role in employee morale and by extension, their performance. Through quantitative interviews with 50 employees at Greenwich University, the researchers discovered that a positive organisational culture positively influences the employee morale and performance. Additionally, training and career development opportunities constitute an integral pillar of a workplace environment that is conducive for a high employee morale (Zafar et al., 2017). In his study on the link between workplace environment and employee performance within the banking sector, Leblebici (2012) reveals that a good working environment is a huge determinant of employees’ decision to join an organisation.  Of the 50 bank employees who were interviewed for the study, 58 per cent admitted that physical aspects of their workplace environment impacts their motivation either positively or negatively. When asked about what constitutes the physical aspects of their working environments, the employees mentioned elements, such as proper office layout, natural lighting, cleanliness of the surroundings, physical security, privacy, personal storage and attractive décor (Leblebici, 2012).  The results of the study resonate with the findings of Leaman (1995) study, which identified a link between low employee morale and poor aspects of indoor environment including excessive noise, low or high temperature, poor air quality and inadequate lighting. Consequently, these poor work conditions affected the performance of the employees. 
Rewards were also identified as another influential factor on employee morale. In their study, Linz et al. (2006) revealed that expectations of a non-monetary or monetary rewards increase employee morale. Their longitudinal study, conducted with Russian employees between 1995 and 2002, further revealed that most of the employees prefer monetary rewards to non-monetary ones insofar as employee morale is concerned. Sutikno (2019) study also identifies monetary rewards as a strong influencer of employee morale. The longitudinal study, which focuses on 17 employees of a health clinic in Surabaya, Indonesia, reveals that employee morale increases with the immediate payment of monetary rewards compared to when the  payment takes longer than expected. Sutikno (2019) goes a step further and focuses on punishment and its impact on employee morale to which he discovers that punishment deflates rather than improves employee morale. Cherotich et al. (2015) however adopt a middle view in their study noting that the impact of reward systems on employee morale and No table of figures entries found.behaviour varies from organisation to organisation. Their research, undertaken via qualitative interviews with 108 employees of varied organisations, reveal that poor reward systems propagate negative behaviour among employees through lack of enthusiasm, absenteeism, lateness and high turnover. An equally important finding is that training and development programmes are an integral part of a non-monetary reward system that enhances employee morale and subsequent behaviour and productivity. Stuart (2018) study also revealed a positive correlation between a reward system and high employee morale. The study focused on the Irish construction industry and how reward systems affect employee morale and performance in the industry. Interviews with respondents identified monetary rewards, such as bonuses, company shares, salary increments and pension benefits as hugely influential on employee morale (Stuart, 2018). Likewise, Murphy (2015) identifies reward management systems as crucial to employee morale and performance. The researcher’s study focuses on the different reward management systems and their respective impacts on employee morale and behaviour in the mining industry. Noteworthy is that the employee morale and performance is influenced by their perceived value of a reward at an individual level (Murphy, 2015; Cherotich et al., 2015). 
An equally integral factor in employee morale that many studies have analysed is age. Tarak (2012) study revealed that age and educational level do indeed have an impact on employee motivation and by extension, job satisfaction. Likewise, Boumans et al. (2011) reveal that older employees have higher morale than younger ones when they are offered challenging and intrinsically fulfilling tasks. Conversely, younger employees have higher morale when they are offered career opportunities to grow themselves compared to their older counterparts. The study interviewed 1036 employees of a multinational corporation based in the Netherlands. Consequently, the researchers recommend for tailored retention strategies for each of the different age sets. Additionally, Beier (2015) study focuses on the need for attraction and retention strategies for an aging and mature workforce. The study analysis past research on age-related employee motivation and subsequent productivity. Indeed, age has been shown to be correlated with negative work performance characteristics, such as tardiness, absenteeism, training performance and counterproductive work behaviour (Beier, 2015). The effect of age on employee morale is majorly concerned with the amount of time that an employee has left to work before retiring. Whereas a younger employee focuses on the extrinsic rewards of their work, an older employee who is set to retire may be more motivated by the intrinsic aspect of their assignments (Beier, 2015; Boumans et al. 2011). On the other hand, Linz et al. (2006) note that factors, such as age and gender have no significant impact on employee morale. These findings resonate with Beier (2015) who emphasises that low morale may not be necessarily associated with the increase in age. Instead, employee morale is hugely influenced by other internal and external factors that are often unique to every age set. As aforementioned, an older employee may be motivated by intrinsic reward whereas a younger one may be motivated by an extrinsic reward. The external factors include the organisational culture and climate. Indeed, various studies have explored organisational culture and its impact on employee morale. Matsaung (n.d.) warns that an environment that is rife with arguments and conflicts between employees as well as with their supervisors can be detrimental to employee morale. The researcher stresses on the need for the management to reassure employees that they are valuable to the company lest their morale plummets. In another study, Holliday (2007) looks at the impact of communication policies on employee morale. Employees need to feel that they can approach their supervisors with their concerns or suggestions on how to improve the working environment. On the managers’ part, it is their duty to listen to the concerns of their employees and address them where need be. Conversely, a manager who is oblivious of the issues that his or her employees face will encounter reduced productivity and job performance due to low employee morale (Holliday, 2007). Similarly, Dash (2005) study explores the link between poor communication and low employee morale and performance. Low employee morale emanates from the lack of feedback from employers on their employees’ performance. Dash (2005) adds that employees need to understand their employers’ expectations of them regarding their work performance. This calls for creation of mutually acceptable goals, which reassures the employees that they are valued assets in the company. Holliday (2007) adds that sometimes the employer has to seize the initiative and inquire from employees about how they are coping at work and even at home. This emotional connection paints a picture of an organisation that is concerned about the welfare of their employees and is simply not solely focused on exploiting their abilities in return for nothing. Dash (2005) reveals that an open door communication policy entails undertaking informal sessions with employees. It is important to address employees by their names and create an environment where they feel as core stakeholders in the organisation. A keener look at these factors that influence employee morale subsequently reveals that they all stem from one key issue: leadership. It is a manager or leader’s leadership style that will ultimately determine whether these factors will play a positive or negative role in employee morale. The next sub-section consequently explores the role leadership style plays in employee morale – either negatively or positively. 
Impact of leadership styles on employee morale 
Consequently, various scholars have paid attention to the role of various leadership styles in uplifting or deflating employee morale. Al Khajer (2018) study focuses on the impact of autocratic leadership on employee morale to which it reveals that the impact is largely negative. The lack of trust in employees and concentration of decision making in the hands of the employers creates the perception that employees are not valued and hence deflates their morale. Khan et al. (2015) reveal that organisations led by autocratic leaders often experience higher rates of absenteeism and turnovers compared to organisations that apply participatory approaches to decision making. Chartered Management Institute (2015) also reveals that autocratic leadership style can ferment feelings of resentment among the employees who perceive their leader as bossy and controlling. This is not to say that autocratic leadership does not have its advantages. Several scholars have pointed out that autocratic leadership is a necessity during crises during which the organisation is often in search of someone to provide it with direction. Such times of crises in which morale may be low are often characterised by lack of leadership within the group or organisation, poor organisation and lack of adherence to deadlines. Similarly, Chua et al. (2018) observe that under the aforementioned circumstances, subordinates are receptive to an autocratic leader who is able to make a firm decision and offer them direction. The direction is manifested through solid deadlines, explicit decisions and assignment of duties. The study, which focuses on middle management employees at a service firm in Klang Valley, further notes that autocratic leadership improves morale by sparing employees from the complex task of decision making in times of crises during which immediacy is essential (Chua et al., 2018).  Al Rahbi et al. (2017) study reveals that autocratic leadership can help uplift team morale in the short term. The study focuses on the healthcare sector in Abu Dhabi, particularly, the nursing profession in which leadership plays a critical role in motivation of the staff. Likewise, Chua et al. (2018) warn against the application of autocratic leadership style in the long term because employees may grow to resent it especially in times of stability. 
Whereas various studies recommend the application of autocratic leadership in the short term, other studies highlight the importance of democratic leadership in the long term. For instance, Chua et al. (2018) note that democratic leadership is effective in cases where the subordinates are skilled or knowledgeable in the issue at hand. In such instances, such employees would be willing to put these skills and knowledge in use hence the need to provide them with the platform to do so. Al Rahbi et al. (2018) reveal that democratic leadership style is efficient for change management and can help boost employee morale during periods of change. It encourages employees to quickly adapt to periods of change during which many employees usually struggle to come to terms with. On the other hand, the ability to adapt to change rapidly is motivated or influenced by the fact that the employees are afforded an opportunity to participate in the change management strategies, which democratic leadership offers. Based on its characteristics, democratic leadership bears a resemblance to transformational leadership style. Dyczkowska and Dyczkowski (2018) study of Polish SMEs discovered that job satisfaction scores for employees was higher in cases where participatory management was encouraged compared to cases where this was not the case. Data collected from 86 corporations and 93 SMEs revealed that employees want to be involved in the formulation of reward strategies as well as other critical decisions affecting the company. 
Consequently, transformational leadership style has been hailed as the best form of style suited to change management. Thuijsman (2015) points out that transformational leaders are visionary leaders who encourage or motivate their followers to open themselves to new experiences as well as adapt themselves to new environments. Like democratic leadership, transformational leaders provides employees or subordinates to shape their own destiny or careers; transformational leadership differs from democratic leadership in that the former plays a mentoring role by guiding the subordinates on the strategies to adopt in order to fit in with the changing environment (Chartered Management Institute, 2015). Al Khajeh (2018) study reveals that subordinates of transformational leaders develop a sense of purpose and identify with the aspirations of their leader as well as the organisation. It is an environment consistent with a personalised relationship between the leader and the followers in which the latter is happy and by extension, performance is improved. Tahir (2015) study on the effects of transformational and transactional leadership on employee performance also paints a positive picture insofar as the former is concerned. The study, conducted through interviews with 800 respondents, reveals that transformational leadership has a positive effect on employee morale and performance. This is attributed to – in most cases – to the charisma of the leader as well as intellectual stimulation (Tahir, 2015). 
On the other hand, various studies have painted a negative link between transactional leadership and employee morale. Haq and Chandio (2017) reveal that transactional leadership is more suited to a settled organisational environment and not in time of crises or change where it could be detrimental to organisational performance. Similarly, Tahir (2015) study reveals that the use of rewards to boost performance as a hallmark of transactional leadership does not have a significant positive effect on employee morale and performance. Through interviews with 800 respondents, the study reveals that the impact of extrinsic rewards on employee morale is dependent on the fulfilment of employee expectations for these rewards. According to Tahir (2015), transformational leadership is preferable to transactional leadership by virtue of the fact that it increases employee morale. Since the focus is on completion of tasks, transactional leadership does not encourage employees to be creative or innovative. Nanjundeswaraswamy and Swamy (2014) reveal that failure to meet employee expectations for an extrinsic reward may subsequently lower their morale.    
Methodology 
In finding answers to the research questions, the study will adopt a qualitative methodological approach to data collection. Qualitative research is often used in answering questions that begin with ‘what’, ‘how’ or ‘why’ (Patton and Cochran, 2002). The qualitative methods that will be used to collect data include desk top study, in-depth interviews (IDIs) and focus group discussions (FGDs). 
Desktop study
Desk top study is a systematic process of secondary research that involves the collection, summarization, collation and synthesis of existing research on a specific topic. Also known as secondary research, this is the process of summarising, collating and synthesising existing research on a specific topic. In this study, the desk top study will focus on literature on the link between leadership style and employee morale, job satisfaction and productivity. As is the case with other secondary research process, the first step in this research paper is to formulate a research question that will guide the search for the relevant data that allows for the analysis of the research question. In this case, the research question is “What is the link between leadership style and low/high employee morale?” It is also imperative that the researcher should be clear in his or her mind concerning the population to be studied (Boslaugh 2007). In the case of this study, the population to be studied are the employee of Charmaine Plastics. 
Step three of the desk top study process involves specifying the variables to be included in the analysis. In the case of the study, one important variable to be included is the leadership style, which is independent variable and employee morale as the dependent variable. The researcher also has to consider the most appropriate data to answer the research question. The next step is to identify where to search for these data; in this case, the Internet was the main platform used to search for secondary data. The sources on the Internet for the secondary data required for this study include electronic databases, such as Google Scholar, Google Books and www.google.com. Google Scholar is a database of countless scholarly articles focusing on numerous topics whereas Google Books is home to numerous books likewise on various topics. The search process is simplified through the use of keywords that are related to the topic of the study. In the case of this study, the following keywords will be used: leadership style, employee morale, employee performance, managerial styles, employee motivation, leader-follower relationship and employee productivity. 
Once the secondary data has been collected, the next step is to analyse it with the aim of understanding why and how it was collected as part of primary research. Boslaugh (2007) notes that the following questions should guide the researcher: original purpose for the data collection; kind of data and data collection method; and data analysis process. In the case of the study, the answers to these questions were sought by reading through each of the studies accessed through the Internet, including details regarding the sample size, study participants, study aims and objectives, research methodology and the data analysis process of each of the studies. Understanding the original purpose of the study is necessary to enable the researcher put the data in context (Boslaugh 2007). The final step is to develop a body of literature that is relevant to the research question. Based on the literature collected, the researcher should be able to identify sub-themes around which to organise the discussion of the research question. 
In-depth interviews 
The IDIs will be face-to-face, telephone or online interviews conducted with the sole proprietor of Charmaine Plastic Products. This method will provide data on the strategies that the respondent uses to manage his employees; it will also provide data on which of these strategies have been ineffective. IDIs will also be conducted with the workers or employees in the company to understand how the leadership approach employed by the owner has contributed to their low morale. The interviews will also explore any gender and age differences in the way that the employees perceive the leadership behaviour adopted by the sole proprietor.  FGDs will be conducted with the employees to validate the findings of the study and identify solutions from the perspective of the employees. In line with the ethical guidelines of qualitative research, the confidentiality of the employees will be maintained at all times by keeping their identities anonymous. 
Sampling method
The study will adopt snowball sampling to identify and select the respondents to be interviewed in the study. This form of sampling occurs through the use of one participant to recruit other participants who share the same characteristics as him or her. In this study, the researcher has identified an employee at Charmaine who will then be used to recruit other employees as respondents for this study. Sharma (2017) notes that snowball sampling is a necessity in cases where potential participants are difficult to find because of the nature of the topic or issue at hand. For this study, snowball sampling is appropriate because most potential respondents would be unwilling to participate in the study for fear of reprisals or victimisation by their boss. On the other hand, using a fellow employee will be effective because he or she has already gained the trust of other employees. 
Data analysis
After data collection, the data will be transcribed into written form in Microsoft Word. This process will entail listening to the audio recording of the interviews and writing down the responses of each of the respondents to the interview questions. Furthermore, the transcribing will be based on the field notes that the researcher had taken during the interviews with the respondents. Field notes were occasioned by the fact that certain respondents were uncomfortable with being recorded with audio devices for fear of their confidentiality being compromised. Each of the transcripts will contain the following information: name of the study; pseudonyms of the respondents; date and time of the interview. 
The data collected will be analysed using NVIVO 4 software, which is qualitative analysis software that identifies the sub-themes or common issues emerging from the interviews. The interview transcripts will be uploaded on to the software from where they will be coded according to the different interview questions. The researcher will then read through the answers manually to identify the common issues mentioned by the respondents with regards to the different questions.  
Expected Conclusions
Based on the literature review, the study expects to reveal a link between the leadership style of the sole proprietor and low morale among the employees. One of the conclusions would be that an autocratic leadership style is responsible for the low morale witnessed among the employees. In-depth interviews with the employees will provide an in-depth understanding of the relationship between the proprietor and his employees. One of the expected conclusions in this regard is that the leadership style is one which is not participatory in nature rather one in which the decisions are rammed down the throats of the employees. 
Considering the study will also explore the rewards that are accrued to employees, one of the expected conclusions is that employee expectations are not met insofar as provision of rewards is concerned. As evidenced in the literature survey, transactional leadership can help boost employee morale but only if the rewards promised in exchange for performance are duly fulfilled. Another expected finding would be that the rewards offered to the employees – or remuneration – is not at the level commensurate to their performance. From the perspective of the proprietor, another expected finding would be the use of punishment or threats to increase employee productivity. However, as various studies have established, this method is counterproductive and may only deflate the employee morale further.  
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Reflective Essay 
Introduction 
Qualitative and quantitative research methods are considered as polar opposites owing to their differing approaches, skills and mindsets. None the less, these methodologies rely on one another to an extent and must be encountered frequently by researchers. This reflective essay recounts my experience with these two research approaches during my study of the link between leadership style and low employee morale. 
One of the reasons why qualitative methodology seemed easier to use in my research on the link between leadership and low employee morale was because of its suitability to the research questions. Unlike quantitative research, qualitative research do not focus on finding factual data but instead seek information through opinions, preferences, beliefs or views of the study population (Hammarberg et al., 2016). In the case of this study, the research questions sought to understand the link between leadership and employee morale from the opinions, beliefs, views and preferences of the employees of Charmaine Plastics Company, who were the study population in this case. Mohajan (2018) further notes that qualitative research seeks to understand a research topic or issue in-depth through the human behaviour, experiences, emotions and attitudes of people. Through interviews with the employees of Charmaine Plastics, qualitative methodology made it easier for me to understand how the leadership style can influence low employee morale by affecting the behaviour, experiences, emotions and attitudes of these employees. 
Although quantitative methodology could have sufficed for this research, however it would have fallen short in providing the researcher with an in-depth understanding of the research topic. According to Hammarberg et al. (2016), quantitative methodology provides factual data on a research topic, such as percentage of the study population in support of conception, number of donors, and family type, among others. Quantitative research only looks at how or how much people behave in certain ways but does not go on to explain the reasons why these things happen. In the case of my research, a quantitative research approach would have only revealed the number of employees at Charmaine Plastics Company have low morale compared to those with high morale. Considering that this research topic falls within the realms of social science – i.e. human resource management, psychology or sociology – it was always going to be difficult to explain the behaviour of employees at this company using the data gathered from quantitative methodology. Hancock et al. (2009) reveal that historically, social science researchers have encountered difficulties in explaining human behaviour in measurable, quantifiable terms. I also found that qualitative approach was easier of the two because it enabled me to identify a raft of solutions to the research problem/topic. According to Hancock et al. (2009), the description and interpretation of human behaviour through qualitative research allows for development of new concepts and evaluation of organisational process. In the case of this research, qualitative interviews allowed me to describe and interpret low employee morale at Charmaine Plastics Company by identifying the impacts of poor leadership style on negative behaviour, emotions, attitudes and views of employees towards the company. Thereafter, based on this in-depth understanding, the research is able to churn out recommendations on how to improve employee morale through a restructure of leadership style. The qualitative research methods that were available at my disposal were useful to understanding the research problem through the opinions, attitudes, beliefs and behaviours of the employees at Charmaine Plastics Company. These research methods included case study, desk top study and in-depth interviews. All these methods constitute phenomenological research, which is a design of inquiry that seeks to understanding the experiences about a phenomenon through the description of the participants. This research indeed describes the experiences of the employees of Charmaine Plastics with employee morale through their description of the leadership style of the management of the company. 
Following my experience with the use of qualitative methodology for my research, it remains my preferred choice of methodology for my doctoral research. First, this is because of my orientation towards social sciences and their main objective of understanding human behaviour and why people behave the way they do in certain circumstances. Qualitative research has become a core part of social science and has its roots in this branch of research. It has undergone various transformations since it first emerged in the 1920s and 1930s until the 2000s during the post-experimental period. According to Mohajan (2018), in the post-experimental inquiry period, the focus is on evidence-based practice as the new threshold for reliability and credibility. My research fits in with this thinking of the post-experimental period by providing evidence through Charmaine Plastics Company to show that a poor leadership style can deflate employee morale. This can only be achieved through qualitative research approach by understanding the perspectives, opinions, beliefs and attitudes of the study population towards a certain phenomenon. 
My preference for qualitative research also stems from the fact that it allows for the study of human behaviour in the natural habitats. This does not allow for manipulation of variables as is sometimes the case with quantitative research. Hancock et al (2009) reveal that quantitative research allows for the manipulation of independent variables whereas other variables that could be confounding or extraneous are held constant. Qualitative research is also more preferable because it will explain how the employer and employees of Charmaine Plastics Company have different ways of understanding leadership style. This is unlike quantitative research whose major focus is on description and interpretations of reality through discovery of general laws (Hancock et al., 2009). On the other hand, qualitative research highlights the differences in the perceptions, beliefs, attitudes and experiences of different groups of people regarding certain phenomena. For example, qualitative research would identify the differences in beliefs, attitudes, opinions and experiences of different levels of employees of Charmaine Plastics Company as far as the leadership style at the company is concerned. Hammarberg et al. (2016) note that research that seeks to understand questions of social or personal meaning may not capture identical experiences for each study respondent. In the case of my doctoral research, the employee morale of middle-level employees may differ from that of the low-level employees of Charmaine Plastics Company. This is because personal meanings on a social issue are culturally influenced and may also undergo evolutionary change. For this research, one employee’s personal meaning of the leadership style at this company may differ from that of another employee concerning the same issue. It is only through qualitative research methods that the researcher will be able to identify these differences and the reasons for these differences.  
Considering that I have adopted a quantitative approach in my past studies, my experience with this research brought to the fore the differences between qualitative and quantitative methodological approach. For starters, my experience showed that these research approaches trace their roots to two different research paradigms. Qualitative research belongs to the positivism worldview in which meaning of a phenomenon is made through an understanding of the perceptions and attitudes of people. It was the case for this research, which sought to define the impact of leadership style on employee morale through the perceptions and attitudes of the employees at Charmaine Plastic Company. On the other hand, quantitative research traces its roots to the constructivist research paradigm. In accordance with this paradigm, reality is interpreted or constructed based on hard facts obtained by applying mathematical, logical and statistical techniques. For this reason, data obtained from quantitative methodology are measurable compared to qualitative data that is verbal in nature. Another striking difference between qualitative and quantitative research approach is the methods of processing information. Whereas qualitative research process is an inductive process that of quantitative research is deductive. Just like my research, inductive process begins by exploring a specific population in studying a phenomenon before generalising it to large populations. Conversely, deductive processing begins by exploring a phenomenon from a general viewpoint before narrowing it down to specific populations. 

Another lesson learnt through this research is that qualitative and quantitative are at least similar when it comes to the research phenomenon. Allwood (2012) reveals that no phenomenon can ever be categorised as explicitly qualitative or quantitative. The researcher further acknowledges that a research phenomenon has its qualitative and quantitative side. In other words, the qualitative perspective may help identify and describe the phenomenon at hand whereas the quantitative perspective helps ascertain the degree (much-ness) of the phenomena. For the case of my research, one question that came to mind was the degree or prevalence of low employee morale at the company. This research question could have been answered better through quantitative research methods. 
Conclusion
Adopting a qualitative methodological approach was based on the suitability of its characteristics to the research problem and questions. The study in part 1 of this assignment had been geared at exploring the link between leadership style and low employee morale using Charmaine Plastics Company as a case study. This represented an inductive form of reasoning of exploring an issue from a specific viewpoint to the general. Qualitative methodology allows researchers go beyond the statistics and understand the opinions, beliefs, attitudes, experiences and emotions behind these statistics. In the case of this study, it explored the reasons behind the low employee morale at the company. 
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