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[bookmark: _Toc134371483]Abstract
This dissertation examines how Amazon's cultural diversity affects its leadership. Amazon, as one of the largest companies in the world with a highly varied employee base, is an ideal case study for this investigation. The study's goal is to learn how cultural diversity affects leadership and how Amazon's managers can best handle diversity in their teams. An online survey will be used to gather primary data for the project, which will take a mixed-method approach. The survey will be delivered to a representative cross-section of Amazon customers from a variety of demographics (gender, ethnicity, and nationality). Thematic analysis will be used to examine the qualitative data gathered via the questionnaire in order to extract meaningful themes concerning the influence of cultural diversity on leadership. The study's overarching goal is to enrich the existing literature on leadership and cultural diversity by illuminating how culturally diverse teams can benefit from strong leadership. The research will also provide recommendations for Amazon's top executives on how to foster an environment that values and celebrates diversity and inclusion in the workplace. Finally, this research will offer a thorough examination of cultural diversity and its effect on leadership within the setting of Amazon. The research findings will have real-world ramifications for corporate executives and policymakers, and the mixed-method approach will help us gain a more nuanced understanding of the experiences and perspectives of employees from a wide range of backgrounds.
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[bookmark: _Toc134371484]Chapter 1: Introduction 
[bookmark: _Toc134371485]1.1: Background of the study
Cultural diversity is now an essential component of the world of business, and numerous studies have been done on how it affects how well organisations perform. The research will look into how Amazon handles the delicate issues that arise from cultural diversity, as well as how the company has shifted its leadership roles and philosophies in order to better accommodate its diverse workforce. Cultural diversity is a hot topic in today's corporate world, and its significance has grown over the past several years. Businesses like Amazon understand how crucial it is to have a workforce that reflects the diversity of the customers they serve. However, there are obstacles to overcome while managing diversity. Leaders are responsible for overcoming cultural barriers and fostering a diverse and inclusive workforce. Leaders at Amazon and other companies that function in multicultural settings may benefit from the insights gleaned from this study. As a result of the research, managers and executives will have a firmer grasp of the value of diversity and be better equipped to deal with its challenges. 


[bookmark: _Toc134371486]1.2: Aims, Objectives, Research Questions, Hypothesis, Propositions 
Research aim
The purpose of this study is to examine cultural diversity's effect on Amazon's top management and leadership. 
Research objective 
· To understand the idea of cultural diversity in the context of Amazon.
· To have a better understanding of the different manners in which cultural diversity can have an effect in the workplace.
· To assess the link between cultural diversity and effective leadership.
· To investigate the impact that Amazon's culturally diverse workforce has on the company's leadership.
Research Questions
1. What role does cultural diversity play in the workforce?
2. How does the concept of cultural diversity apply to the working environment?
3. What kind of connection exists between cultural diversity and effective leadership?
4. What kind of impact does it have on Amazon's leadership?
[bookmark: _Toc134371487]1.3: Rationale of the Research
There are benefits and drawbacks for businesses when cultural diversity grows in the workplace. While diversity may be an engine for innovation and a boon to an organization's bottom line, it can be difficult to manage. If you want to foster a diverse and inclusive workplace where everyone can contribute, it is imperative that you have strong leadership. Amazon, like many other multinational corporations, understands the value of a culturally diverse workforce and has taken steps to cultivate such an environment. Unfortunately, it is not fully known how cultural diversity and leadership are related, nor how effective leadership approaches are modified to handle diversity in such settings. It is imperative for leaders to handle cultural differences in the workplace with care and avoid any problems that may arise.


[bookmark: _Toc134371488]1.4: Methodology 
This chapter details the research philosophy, approach, methodology, research strategy, sample methods, data collection method, and data analysis that will be used for a study of cultural diversity's effect on leadership. Given its ability to provide an explanation for the subjective perception of facts in connection to cultural differences and leadership, interpretivism was selected as the research philosophy. Abductive reasoning is the method of choice since it allows one to construct hypotheses that are consistent with the available data. To understand the significance of cultural diversity and how it affects leadership, qualitative research was chosen as the methodology. A questionnaire survey will be used for this investigation, and 120 participants will be chosen by simple random sampling. As primary data collecting yields more genuine replies, it will be employed, and qualitative data analysis methods like graphs and charts will be utilised to derive conclusions.
[bookmark: _Toc134371489]1.5: Scope of the Study/Demarcation 
Amazon is a multinational firm with a global reach, and this research project examines the effect of cultural diversity on leadership inside this organization. Understanding how Amazon manages cultural differences to create positive outcomes is the focus of this research into the ways in which cultural diversity influences leadership styles, company culture, and employee performance. The focus is on Amazon as a case study, with attention paid to how the company functions in various parts of the world. The purpose of this research is to shed light on the advantages and disadvantages of cultural diversity in the workplace, as well as how strong leadership may aid in overcoming these obstacles.
[bookmark: _Toc134371490]1.6: Structure of the Report
The dissertation is segmented into five parts. The Introduction segment introduces the dissertation's research challenge, questions, and goals. The dissertation's structure and significance are also explained.
The Literature review analyses relevant literature. It lists the study's research questions and knowledge gaps.
The Research Methods and Methodologies discusses the study's research design and methodology. The study's findings are presented in the fourth chapter. Conclusion, Limitations and Recommendations summarises the key study findings and explores their implications for theory and practise. The study's findings inform its recommendations for practitioners and policymakers.

[bookmark: _Toc134371491]1.7: Summary 
The study's context details the challenges of diversity management, while the problem statement specifies the investigation's area of interest: Amazon's approach to cultural and leadership diversity. The study’s aims, objectives, and questions, are laid out in this chapter. Philosophy, approach, technique, strategy, and data analysis methodologies are all discussed in detail in the methodology section. The focus of this research is on Amazon as a case study, with special consideration given to the company's global operations. The framework of the dissertation is described, with special emphasis on the introduction, literature review, methods, and results and discussion sections.


[bookmark: _Toc134371492]Chapter 2: Literature Review
[bookmark: _Toc134371493]2.1: Introduction 
Companies must modify their leadership techniques to account for the growing prevalence of cultural diversity in the corporate sector. As one of the biggest and most prosperous businesses in the world, Amazon makes for an intriguing case study to look at how cultural diversity affects leadership. This study of the literature will look at the research that has been done on the connection between cultural diversity and leadership, and then it will look at how Amazon has handled this problem.
[bookmark: _Toc134371494]2.2: Cultural Diversity and Leadership
When people from diverse backgrounds have varying norms in terms of behaviour, they are said to exhibit cultural variety. In a number of ways, these variations can affect leadership. Cultural variations may influence how people express themselves, how they make decisions, and what they expect from their leaders. According to studies, leaders need to be well-versed in all the cultures at play in their workplace in order to effectively lead a culturally diverse team (Graham et al., 2015). Cultural intelligence, or the capacity to learn about and adjust to new cultural contexts, is a crucial skill for leaders in today's increasingly globalised and multicultural organisations (Schwarzenthal et al., 2019). According to MacNab, Brislin and Worthley (2012) we can determine that, Leaders with high levels of cultural intelligence are better able to connect with and lead employees from a variety of cultural backgrounds.
Adaptive Leadership Approach and Cultural Diversity
According to research conducted by Heifetz and Linsky (2014), The concept of "adaptive leadership" refers to a method that stresses the significance of leaders' abilities to modify their methods of leadership based on the personalities and preferences of their subordinates. Leaders in culturally varied settings can benefit greatly from this method, as they will be better equipped to manage employees who come from a variety of cultural backgrounds. Leaders who use an adaptive approach are more successful in managing teams with a wide range of cultural backgrounds, according to studies (Antonakis and House, 2013). Leaders who are both perceptive and flexible in this regard are able to manage and inspire their followers in ways that best suit their specific circumstances. This strategy promotes a more welcoming and accepting workplace in which people of all backgrounds are appreciated and recognised for their unique contributions.
Leadership Development Programs and Cultural Diversity
Increased cultural intelligence and flexibility in leadership are two outcomes of leadership development programmes that emphasise diversity of all kinds. Leaders can learn the skills they need to manage teams with a wide range of cultural backgrounds and foster a more welcoming workplace culture through these courses. The efficacy of leaders in managing multicultural teams has been proven to increase through participation in leadership development programmes that emphasise cultural diversity (Goleman et al., 2015). Leaders get the skills they need to effectively handle cultural differences and foster a more favourable work environment for all employees by participation in these programmes.
[bookmark: _Toc134371495]2.3: Theoretical Model
[image: Cultural Intelligence (Earley and Ang, 2003) ]
[bookmark: _Toc129728096]Figure 1: The Cultural Quotient (CQ) Model
Source: (Beneroso and Alosaimi, 2020)
A number of theoretical frameworks and models have been created to explicate the effect of cultural diversity on leadership. According to Earley and Mosakowski (2004), The Cultural Quotient (CQ) Model is a popular theory that suggests executives need CQ to manage teams with a wide range of cultural backgrounds and perspectives. The CQ paradigm places an emphasis on the cognitive, bodily, emotional, and behavioural dimensions of cultural intelligence. Crowne (2008) proposes that, Leaders with stronger cultural intelligence are better able to manage teams with a wide range of ethnic and racial backgrounds, according to studies. 
[image: Social identity approach - Wikipedia]
[bookmark: _Toc129728097]Figure 2: Social Identity Theory (SIT) and Self-Categorization Theory (SCT).
Source: (Sindic and Condor, 2014)
The connection between cultural diversity and leadership has been explained by a number of academic frameworks, including Social Identity Theory (SIT) and Self-Categorization Theory (SCT). The Social Identity Theory (SIT) was created by Tajfel and Turner in the 1970s, and it proposes that people get their sense of worth from the communities to which they belong, and that they classify themselves and others into social groupings according to shared traits. The idea behind this thesis is that people need to feel like they belong somewhere, and that they'll do anything they can to keep or improve their sense of belonging by prioritizing their own social group over others. Because of this, people may view members of their own group as superior and those of other groups as inferior, which can lead to intergroup conflict and bias. Since leaders need to be alert to the possibility of biases and conflicts stemming from cultural differences, SIT has been used to investigate how cultural diversity affects leadership. In the 1980s, Turner and his co-workers created a theory called social group theory (SCT) that expands on SIT by suggesting that people classify themselves and others into social groups according to shared features like race, gender, and occupation. The Social Cognitive Theory (SCT) proposes that people act in ways that are in line with the values and conventions of the group they are a part of, and that they may even take on a new social identity depending on the circumstances. A person could identify with their ethnic group in one setting, but with their career in another. Using SCT, researchers have been able to better comprehend the impact of social identities on individual behaviour and the means by which leaders may foster a shared sense of belonging among members of disparate communities.
The transformational leadership model is another influential theory because it suggests that leaders who display transformational leadership skills have a greater impact when leading teams that include people from different backgrounds (Budur, 2020). Leaders with transformational skills are able to develop a shared vision for the organisation, inspire their followers, and earn their respect and trust. According to Asbari (2020), there is a correlation between transformative leadership and high levels of job satisfaction and productivity, according to the studies.
[bookmark: _Toc134371496]2.6: Research Gap
There have been a number of studies looking at how cultural diversity affects leadership in various settings. Cultural diversity, for instance, has a favourable effect on organizational performance, but only if it is managed well by top executives (Shen, Chou and Schaubroeck, 2019). Leaders with higher cultural intelligence fared better when handling teams with a wide range of backgrounds, according to the research. According to Gash, Ressler and Crispino (2009) case study of IBM, the firm has implemented a variety of strategies for managing cultural diversity, such as diversity councils and employee resource groups, as well as training and development programs for company leaders. Positive effects on employee happiness and productivity were observed in the study. Yang (2010) conducted research into how different cultures affected hotel management in Taiwan. A higher level of cultural intelligence among executives was associated with better management of cultural diversity, which in turn improved both employee happiness and customer service, as discovered in the study. Several questions remain unanswered despite the volume of literature on the topic of cultural diversity and leadership. The impact of cultural diversity on leadership in the technology sector is a topic that has received little attention in the literature. Recognizing the significance of the technology sector to the modern economy, it is critical to investigate the effects of cultural differences on leadership. There is also a shortage of studies looking at how different cultures affect leadership. Understanding how cultural diversity affects leadership in many cultural contexts is crucial, and much of the existing research has been undertaken in Western countries.

[bookmark: _Toc134371497]2.7: Summary 
In conclusion, this literature review analysed how cultural diversity affects leadership and how different theoretical frameworks and models explain this connection. The necessity for strong leadership to successfully handle cultural diversity in the workplace has been recognized in previous research. In the context of Amazon and other e-commerce giants, there are several research gaps that should be filled. This analysis lays the groundwork for further studies on the correlation between ethnic minority CEOs and organizational success in the 21st century.


[bookmark: _Toc134371498]Chapter 3: Research Methods & Methodologies
[bookmark: _Toc134371499]3.1: Introduction 
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Figure 3: Research Onion (Source: Inspired by Saunders et al., 2015)
A leader's ability to inspire and motivate their team is strongly impacted by cultural diversity, making it an urgent problem in today's businesses. Organizational success requires an appreciation for, and a mastery of, cultural diversity as a result of the fast globalization of markets and the resulting growth in diversity in the workplace. This research provides a qualitative analysis of how cultural diversity at Amazon has affected the company's leadership. This research aims to get an understanding of the difficulties leaders have while dealing with a culturally varied workforce, as well as the methods they use to overcome these difficulties. So, the methodological aspects of this dissertation project will be discussed here. 
[bookmark: _Toc134371500]3.2: Research philosophy 
This study takes an interpretivist stance on philosophical questions. Understanding people's individual perspectives and how they make sense of the world is central to the interpretivist approach to inquiry. In accordance with this theory, people's interpretations of their lives are influenced by the norms and values of their respective societies (Ritchie et al., 2013). This study is well-suited to an interpretivist approach since its researchers are interested in the experiences, interpretations, and cultural influences of leaders in a culturally diverse workplace. This study takes an interpretivist stance because it is interested in learning about leaders' subjective experiences and interpretations within the context of the Amazon workplace, and it recognizes the complexity and fluidity of issues related to cultural diversity and leadership.
[bookmark: _Toc134371501]3.3: Research Paradigm
The research is embedded in a social constructionist perspective, which places emphasis on how people are shaped by their relationships with others and their culture. This theoretical framework acknowledges that people are affected by the larger social and cultural systems in which they participate and operates, and it aims to explain how these systems shape people's experiences (Galbin, 2014). Because it accounts for the influence of culture on leadership in a multi-ethnic setting, this paradigm is well-suited to the research at hand.
[bookmark: _Toc134371502]3.4: Research Approach 
This research uses a qualitative methodology because it is interested in exploring how leaders cope with a culturally diverse workforce. Culture and leadership are two examples of complicated phenomena that benefit greatly from the in-depth examination and interpretation that qualitative research provides (Haven and Van Grootel, 2019).
[bookmark: _Toc134371503]3.5: Research Methodology
This research takes an interpretive approach, meaning that it is interested in how people make sense of their own experiences and what they take away from them (Thorne, 2017). In order to better comprehend the impact of participants' cultural and social backgrounds on their experiences, an interpretative method acknowledges that these aspects have a role.
[bookmark: _Toc134371504]3.6: Research Strategy 
This study uses a questionnaire as its primary data collection tool. Participant experiences with cultural diversity and leadership in Amazon will be gathered through the use of a structured series of questions. The questionnaire approach is suitable for this study because it permits the systematic and standardised collection of data from a large number of participants (Mazhar et al., 2021). By taking this approach, the researchers will be able to recognise trends and draw accurate conclusions on how cultural diversity has affected leadership at Amazon. 
[bookmark: _Toc134371505]3.7: Questionnaire Designs 
	Questions
	Rationale
	Satisfies

	1. How long have you been working at Amazon?
	The purpose of inquiring about the respondent's length of service at Amazon is to gauge their familiarity with the company's culture and core values.
	Objective 1

	2. How many people are on your team?
	Inquiring as to how many people make up a person's team can shed light on the team's size and complexity, both of which can have an effect on collaboration.
	Objective 1

	3. Do you work with team members from different cultural backgrounds than yours?
	To get a sense of the cultural variety present on the team and how it may affect the individual's work, it's useful to ask whether or not they deal with people of various cultural backgrounds than their own.
	Objective 1

	4. Have you received any training or guidance on working with people from diverse cultural backgrounds?
	The degree to which an organisation promotes and cherishes cultural diversity can be gauged by inquiring as to whether or not the individual in question has gotten any training or guidance on interacting with persons from varied cultural backgrounds.
	Objective 1

	5. How would you describe the level of cultural diversity in your team?
	To get insight into the presence of cultural diversity in the team and how that diversity may influence the team's dynamics and methods of working together.
	Objective 1

	6. Do you feel that cultural diversity in your team contributes to creativity and innovation?
	To learn how the respondent values cultural variety in a team, we asked them how they felt it contributed to creative thinking and new ideas.
	Objective 2

	7. How were any cultural misunderstandings or conflicts in your team?
	To learn how cultural differences may affect the team's productivity, it's crucial to find out if there are any cultural misunderstandings or conflicts inside the group.
	Objective 2

	8. How do you think cultural diversity impacts leadership in your team?
	The purpose of the inquiry into the effect of cultural variety on team leadership is to gain insight into the ways in which team leaders cope with and benefit from cultural diversity.
	Objective 3

	9. Have you ever witnessed any instances of cultural bias or discrimination in your team?
	To get a sense of the team's openness to and appreciation of diversity, it's helpful to inquire as to whether or not the respondent has personally observed any instances of cultural bias or discrimination.
	Objective 3

	10. Do you feel that your team's leadership is effective in managing cultural diversity?
	In order to gather insight into whether or not the team is being managed well in this area, we asked how the individual felt the team's leadership handled cultural diversity.
	Objective 3

	11. What could be done to improve the leadership's effectiveness in managing cultural diversity?
	To learn how the individual envisions the organisation fostering a more inclusive work environment.
	Objective 4

	12. How would you rate your overall experience working in a culturally diverse team at Amazon?
	To gain insight into the respondent's general impression of the company's stance on cultural diversity and inclusivity.
	Objective 4


                                APPENDIX 1
[bookmark: _Toc134371506]3.8: Data Collection and Analysis Tools 
A questionnaire method will be used to collect data from 120 Amazon employees from ethnically diverse teams. The survey will be written to acquire data about managers' interactions with employees from different cultural backgrounds, and the results will be assessed statistically.
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Figure 4: Survey Sample Structure


[bookmark: _Toc134371507]3.9: Ethical Consideration 
Participants will be protected from damage by upholding ethical standards including giving their full consent, keeping their information private, and remaining anonymous throughout the study. The data collected will be kept confidential and used exclusively for the study's intended research goals.
[bookmark: _Toc134371508]3.10: Summary 
This chapter has detailed the methodological approach that will be used to learn how cultural diversity influences leadership at Amazon. The study takes an interpretivist stance, which emphasizes the value of investigating people's lived experiences within their cultural milieu. A survey will be given to 120 Amazon employees who participate in culturally diverse teams as part of the study strategy and design. Descriptive statistics will be used to assess the data, and all relevant ethical considerations will be carefully considered and handled to ensure the safety and well-being of the participants.


[bookmark: _Toc134371509]Chapter 4: Data Analysis and Discussions
[bookmark: _Toc134371510]4.1: Introduction 
This chapter provides an in-depth look at the results of a survey given to 120 Amazon workers who work in multicultural teams.  The chapter starts off with a summary of the data analysis process, including the preparation of the data, and then goes on to describe the data analysis methodologies that were utilised to analyse the data.
[bookmark: _Toc134371511]4.2: Analysis and Discussions 
1. How long have you been working at Amazon?

[bookmark: _Toc129728098]Figure 5: Tenure of working at Amazon.
Respondents are questioned on how long they've been with Amazon. The number of employees who have been with Amazon for each specified number of years is represented alongside the corresponding number of available response alternatives. According to the results, 13 respondents have been working at Amazon for less than a year, 25 have been there for between one and three years, 56 have been there for between three and five years, and 26 have been there for five years or more (option D). The responses provide a snapshot of Amazon staff members' collective years of work history, which can inform studies of factors like job satisfaction and loyalty. This query defines the precise research objectives that were specified in the study to evaluate how the findings contribute to the research objective of comprehending the concept of cultural variety in the context of Amazon to fully comprehend the concept of intercultural variety as it relates to the Amazon.
2. How many people are on your team?

[bookmark: _Toc129728099]Figure 6: Number of People in the team
The question asks how many persons are on the respondent's team, and the options are presented as ranges alongside the percentage of total respondents that opted for that particular range. The majority of answers have teams of more than 15 people, suggesting that Amazon employs a sizable staff and perhaps operates in a variety of industries. However, other responders work in smaller teams, which may indicate that they specialize in a given field or function. Considering team size and dynamics may help Amazon assess the quality of communication and collaboration across teams, as well as boost employee engagement and satisfaction on the job.


3. Do you work with team members from different cultural backgrounds than yours?

[bookmark: _Toc129728100]Figure 7: Work with team members from different cultural backgrounds
                                                                                                                                                                                                                                                                                                                                                                                                       The aim of the inquiry is to learn more about the racial and ethnic variety at your company. This enquiry outlines the precise research goals that were established for the study to assess a deeper grasp of the various ways that cultural diversity may impact the company. Based on the responses, we can infer that 65% of respondents work with team members from diverse cultural backgrounds, while 35% do not. Many conclusions can be drawn from the fact that the vast majority of respondents report working in a multicultural setting. Problems may be tackled with a fresh perspective and new ideas when team members from different cultural backgrounds contribute their insights and experiences. Having a deeper appreciation for other cultures can also lead to better communication and teamwork. Yet, it can also present difficulties, such as language limitations, different communication styles, and the possibility of misunderstandings, necessitating appropriate methods of communication and management (Bates and Connolly, 2022). The responses to this question point to the need for cross-cultural communication and collaboration training and resources.

4. Have you received any training or guidance on working with people from diverse cultural backgrounds?

[bookmark: _Toc129728101]Figure 8: Received any training or guidance on working with people from diverse cultural backgrounds.
The inquiry seeks to ascertain whether or not those responding have gotten instruction or coaching on how to effectively interact with clients from a variety of cultural backgrounds. Eighty percent of respondents have had this type of instruction, whereas twenty percent have not. This indicates that the company cares about its staff and is willing to invest in their education so that they can communicate and collaborate effectively with clients and customers from all walks of life. In order to assess how the outcomes, assist to the study purpose of completely understanding the idea of intercultural variation as it applies to the Amazon, this question defines the specific research objectives that were defined in the study.
Employees who have received training on working with multiple cultural backgrounds are likely to be more aware of and sympathetic to the needs and viewpoints of persons of different cultures, as suggested by the responses (Hamad, Reza and Osias, 2018). As a result, the company's performance and success may improve as personnel from varied cultural backgrounds learn to work together more effectively through improved communication, teamwork, and collaboration. In contrast, the untrained 20% of respondents may struggle to communicate and collaborate with co-workers from different cultural backgrounds, increasing the likelihood of misunderstandings, disputes, and lower levels of job satisfaction. In order to foster a more welcoming and fruitful workplace, it is crucial for businesses to provide diversity training to all employees.
5.How would you describe the level of cultural diversity in your team?

[bookmark: _Toc129728102]Figure 9: The level of cultural diversity
The question asks how many different cultures are represented on the respondent's team, and the answers are provided as a set of three choices, along with the percentage of people who chose each. There are 23 people who think the level of cultural diversity in their team is very low, 65 people who think it's moderate, and 32 people who think it's very high. The results suggest that most respondents believe their team is somewhat diverse, whereas a sizable minority hold the opinion that their team has either low or high cultural diversity. There are several facets of teamwork that can be affected by the degree of ethnic diversity present in the group. When there isn't enough diversity, it can be difficult to see things from different viewpoints and find solutions to problems, while when there's too much, it can be difficult to understand one another and have productive conversations. Thus, it is crucial for businesses to guarantee a satisfactory level of diversity in their workforce, encouraging an open and equal atmosphere at work (Verghese and D’Netto, 2012). To assess how the study 's discoveries complement to the research goal of understanding the idea of cultural variation in the framework of the Amazon, this question defines the specific research objectives that were set out in the analysis which is to assess the link between cultural diversity and effective leadership.
5. Do you feel that cultural diversity in your team contributes to creativity and innovation?

[bookmark: _Toc129728103]Figure 10: Cultural diversity contributes to creativity and innovation.
The question asks if the respondents believe that their team's cultural variety fosters innovation and creativity. There are two possible responses and 112 people chose "Yes" and 8 chose "No" from the alternatives. According to the responses, the majority of respondents think that cultural diversity on their team fosters innovation and creativity. This response implies that businesses should aim to encourage inclusiveness and diversity in the workplace because these factors can enhance teamwork, creative problem-solving, and innovation. In addition to fostering a climate that enables the sharing of different views and beliefs, firms must acknowledge and embrace the diverse perspectives and experiences that employees bring to the table. This topic explains the precise research aims that were set forth in the assessment and evaluates how the study's findings support the research goal of evaluating the relationship between good administration and cultural variety in the context of the Amazon. 

6. How were any cultural misunderstandings or conflicts in your team?

[bookmark: _Toc129728104]Figure 11: Cultural misunderstandings or conflicts
Respondents are being asked how their team dealt with cultural differences and disagreements. This section outlines the specific research objectives that were outlined in the evaluation and assesses how the study's results contribute to the objective of determining the link between effective leadership and cultural diversity in the setting of the Amazon. Nineteen people said they talked it out with others; fifty-six said they did some kind of teambuilding activity; twenty-five said they had management step in; and twenty more said they did something else. It appears from the comments that there is a range of options for dealing with cultural differences within a team, each of which may be useful in different circumstances. In addition, the findings suggest that disagreements or misunderstandings of cultural norms are not unusual in teams and organizations. A constructive approach to these concerns may lead to better dialogue, more effective teamwork, and higher output (Wertheimer, 2022).


7. How do you think cultural diversity impacts leadership in your team?


[bookmark: _Toc129728105]Figure 12: Cultural diversity impacts leadership
This inquiry seeks the respondent's opinion on how cultural diversity has affected leadership on the team. Based on the results, it seems that the vast majority of respondents (78) agree that cultural diversity enhances team leadership. Contrarily, 39 respondents think cultural variety has a negative influence, while only 3 say it has no effect at all. According to the responses, most workers value diversity on their team and think it has a favourable effect on leadership. This bodes well for the company as a whole, since a more varied staff is more likely to bring fresh ideas, perspectives, and approaches to the table, all of which can boost creativity, originality, and problem-solving prowess. Yet, the results also imply that many workers believe cultural diversity has a detrimental effect on leadership, which may point to the existence of diversity-related problems such communication hurdles or unconscious bias (Raithel, van Knippenberg and Stam, 2021). That's why it's so important for management to recognize and fix these problems for the sake of building a workplace where everyone feels appreciated and respected and can give their utmost. This subsection describes the particular research goals that were specified in the assessment and evaluates the contribution of the study's findings to the goal of investigating the impact that Amazon’s culturally diverse workforce has on the company’s leadership in the Amazonian context.

8. Have you ever witnessed any instances of cultural bias or discrimination in your team?

[bookmark: _Toc129728106]Figure 13: Witnessed cultural bias or discrimination.
The query inquires as to whether or not the respondent has observed prejudice or bias based on a person's cultural background while working with the team in question. Twenty percent of respondents have seen prejudice or bias based on culture on their team, according to answer choice A, whereas eighty percent have not. These answers suggest that a sizeable fraction of the team has been subjected to discrimination or bias on the basis of their cultural background at work. This underlines the need of Amazon taking proactive actions to solve these challenges in order to build a more inclusive and diverse work environment for all employees. The organisation must provide training to managers and staff to raise knowledge and sensitivity towards cultural differences, as well as develop policies and procedures that encourage diversity, equity, and inclusion. All employees, regardless of their cultural or ethnic origin, should feel appreciated, valued, and included at Amazon.

9. Do you feel that your team's leadership is effective in managing cultural diversity?

[bookmark: _Toc129728107]Figure 14: Leadership is effective in managing cultural diversity.
The goal of the inquiry is to learn how confident you are in the ability of the team's leaders to successfully navigate cultural differences. Ninety-four percent of respondents said they trust their team's leadership to successfully navigate cultural differences. Conversely, only 6% of respondents said that they do not believe their team's leadership is effective in handling cultural diversity. According to the results, most people feel their team's leadership does a good job of navigating cultural differences. This indicates that the team's leadership is well-liked by its members, which can boost the team's output, work happiness, and employee retention by fostering an environment where cultural differences are respected and utilized. Nonetheless, the 6% of respondents who said "No" shows that there is still space for development, and the leadership should focus on resolving the concerns of those respondents and strengthening their approach to managing cultural diversity.


10. What could be done to improve the leadership's effectiveness in managing cultural diversity?

[bookmark: _Toc129728108]Figure 15: Improve the leadership's effectiveness in managing cultural diversity.
How can leadership be made more successful while dealing with cultural diversity? There are 17 people who think leaders need more training and guidance, 41 people who think better communication and expectations would make leaders more effective, 59 people who think more diversity is needed in positions of power, and 3 people who think there are other solutions, but they aren't specified. According to the comments, there are a number of places where cultural diversity management might need to be strengthened. The results suggest that top-level management should prioritize cultural diversity and work to foster an open and welcoming atmosphere. In particular, the comments emphasize the importance of increasing diversity in leadership roles to guarantee that all opinions are considered. As a result, employees might feel more valued at work, produce more, and contribute more to the company's success.


11. How would you rate your overall experience working in a culturally diverse team at Amazon?

[bookmark: _Toc129728109]Figure 16: Overall experience working in a culturally diverse team.
With response options ranging from "excellent" to "poor," the inquiry aims to learn about the respond ent's experience working in a culturally diverse team at Amazon. From the options provided, we can deduce that 36 respondents had an excellent experience, 65 had a good one, 17 had an average one, and 2 had a bad one. It appears that the vast majority of Amazon employees find working in a team with members from different cultural backgrounds to be a rewarding experience, as the vast majority of respondents rated their own experience as either great or good. The relatively small percentage of respondents who gave their experience a grade of "average" or "bad" suggests that Amazon promotes an accepting culture, which is important for both employee happiness and business success. Yet, it's worth noting that the low percentage of respondents who gave their experience a rating of "average" or "bad" may be attributable to the social desirability bias, in which workers are reluctant to give unfavourable feedback for fear of repercussions.


[bookmark: _Toc134371512]4.3: Summary
The results of this survey suggest that Amazon is actively promoting a welcoming and inclusive workplace for people of various backgrounds and perspectives. The average length of service at Amazon is between three and five years; the average size of a team is greater than fifteen members; and the average number of different cultures represented on any given team is ten. The majority of staff members have received training and guidance on interacting with people from different cultural backgrounds, and they believe that having such a broad group of people working together enhances their team's capacity for creativity and innovation. While attempts have been made to make the workplace more welcoming to people of all backgrounds, some workers' experiences with prejudice and bias within their own teams show that more work needs to be done. Amazon employees have overwhelmingly positive impressions of their time spent working in multicultural teams. The poll also suggests that Amazon might do better at managing cultural diversity on the job by improving communication, setting expectations, and increasing the number of people of different backgrounds in leadership roles.

	








[bookmark: _Toc134371513]Chapter 5: Conclusions, Limitations & Recommendations
[bookmark: _Toc134371514]5.1: Introduction 
This chapter summarizes the survey's findings, discusses the study's shortcomings, and suggests avenues for future investigation. The purpose of this survey was to get insight into Amazon employees' experiences working in culturally diverse teams, as well as the effects of cultural diversity on leadership and team dynamics. According to the results of the study, most Amazon employees have received training and instruction on interacting with people from different cultural backgrounds, and the company actively promotes an inclusive workplace (Deiglmayr and Spada, 2011). Some workers have experienced cultural bias or discrimination on their teams, and this study underlines the importance of making concerted efforts to eliminate such practices from the workplace. In this section, we will review the study's limitations, discuss its limitations' implications, and suggest directions for further research on the topic of cultural diversity in the workplace.

 Conclusions on each research issues:
· According to the results of the survey, a large number of Amazon employees have the opportunity to work on teams with people from different cultural backgrounds. The fact that so many Amazon workers have received cultural competency instruction shows the company's dedication to fostering an accepting workplace.
· The results of the survey point in the direction of cultural diversity being beneficial to team creativity and innovation. However, some workers have seen cultural bias or discrimination in their teams, highlighting the need for ongoing efforts to create an inclusive workplace.
· The majority of respondents to the survey agreed that cultural diversity enhances team leadership (Raithel, van Knippenberg and Stam, 2021). Nonetheless, some workers worry that cultural diversity has a negative effect on leadership, calling attention to the need for open lines of communication, well-defined goals, and increased representation of minorities among those in positions of authority.
· The results of the survey indicate that Amazon's culturally diverse workforce has a beneficial effect on leadership (Al Ariss and Guo, 2014). Some workers, however, think that if there were more minorities in positions of authority, cultural diversity within teams would be better managed.
The survey results as a whole are indicative of Amazon's welcoming attitude toward people of all backgrounds. Findings highlight the need for ongoing efforts to create an inclusive work environment, clear communication, expectations, and more diversity in leadership positions; however, there is still room for improvement.
[bookmark: _Toc134371515]5.3: Conclusions on the research problem 
The results of this survey support the idea that Amazon's culturally diverse workforce benefits the company's management. The majority of Amazonians believe that cultural diversity improves the quality of leadership within their teams, and that the company's management is doing a good job of fostering an environment where everyone feels welcome. Some workers, however, think that if there were more minorities in positions of authority, cultural diversity within teams would be better managed.
In general, the results of the survey indicate that upper-level management at Amazon values cultural diversity and has taken measures to foster an accepting workplace for all employees. Findings highlight the need for more diversity in leadership positions to further improve cultural diversity management, but there is still room for improvement. The results also stress the significance of consistent efforts to establish an accepting workplace culture, open lines of communication, and well-defined goals.
[bookmark: _Toc134371516]5.4: Summary of the research findings and outcomes
According to the report, most people at Amazon work in teams with members from varied ethnic backgrounds. Most companies also provided their personnel with cultural competency training or assistance. Most respondents considered the level of cultural variety in their teams to be moderate, and most employees believed that cultural diversity boosted creativity and innovation. Results indicate that top management at Amazon values cultural diversity and has made efforts to foster an accepting workplace for all employees. Most employees who have worked in teams with members from different cultural backgrounds have had a pleasant experience (Zhou, 2022). Several workers, however, did report experiencing cultural misunderstandings and disputes within their teams, so there is still room for development in this area. The results emphasize the importance of open lines of communication and setting reasonable expectations in order to better handle cultural differences among employees.
[bookmark: _Toc134371517]5.5: Original Contribution of the Research
This study's analysis of the effects of cultural diversity on Amazon's top management and leadership is its novel contribution. The study offers information about the various ways that cultural diversity can influence the workplace, the relationship between cultural diversity and effective leadership, and the effect of Amazon's varied workforce on the leadership of the company.
The results of this study have implications for management as well as academia because they add to the expanding body of knowledge on cultural diversity in the workplace. The study gives managers and leaders insightful information on how to foster a workplace that values cultural diversity as well as the significance of diversity in leadership roles (Martin, 2014). Overall, this study adds to our understanding of the effects of cultural diversity on the workplace by offering a distinct viewpoint on how it affects a company's leadership and management.


[bookmark: _Toc134371518]5.6: Limitations of the Research 
It is important to recognize that there are a number of drawbacks to this study. 
The research was done just within the context of Amazon; therefore, the results may not apply to other companies or sectors. The research utilized self-reported information from workers, which is vulnerable to response bias and social desirability bias. Perhaps underestimating the extent of problems associated with cultural diversity in the workplace is the fact that participants were hesitant to report bad experiences. Race, gender, and other identities that contribute to cultural variety were not considered as it will be very difficult to process and time consuming. Considering this restriction, it's clear that more study is required. The research didn't look at how Amazon's cultural diversity affects the company's financial line. Considering this caveat, more study into the correlation between cultural diversity and productivity in the workplace is warranted. The influence of cultural variety on clients and other participants was not explored either. As a result of this shortcoming, more study into the effect of cultural variety on consumer happiness and loyalty is required.


[bookmark: _Toc134371519]5.7: Recommendations 
The following suggestions are made for Amazon to further enhance their management of cultural diversity in light of the study's findings:
· Increase cultural diversity in leadership roles: The study found that employees believe that managing cultural diversity will be more effective with more diversity in leadership roles. To create a more welcoming workplace, Amazon should work to diversify its leadership positions (Grillo and Barreau, 2019).
· Increase employee training and direction: According to the study, staff who received training and direction on working with people from different cultural backgrounds said their experiences were better. To help their employees become better at managing cultural diversity, Amazon should think about expanding the availability of these training and guidance programs.
· Encourage dialogue and open communication: The study discovered that dialogue and open communication were the most efficient ways to resolve cultural misunderstandings or conflicts in the workplace. Amazon should promote open dialogue and give staff members a secure environment in which to express their worries and preferences.
· Keep an eye out for instances of cultural bias and discrimination at work, according to the study, which found that some employees have. To create a more inclusive and equitable workplace, Amazon should establish protocols for identifying and combating cultural bias and discrimination.
· Recognize the benefits of cultural diversity: According to the study, most employees think that diversity in the workplace fosters innovation and creativity. Amazon ought to acknowledge and celebrate the benefits of cultural diversity in order to promote an inclusive and friendly workplace culture.
[bookmark: _Toc134371520]5.8: Summary 
In this chapter, we recap the study's main takeaways, discuss the study's caveats, and offer some suggestions for Amazon. This research set out to answer several questions about how a culturally diverse workforce at Amazon affects the company's management. According to the research, Amazon's staff is incredibly multi-ethnic. Several team members spoke highly of their experiences with multicultural teams, and the vast majority held the view that such teams fostered greater levels of creativity and innovation. Yet, some team members also reported experiencing cultural bias and discrimination, showing that more training and advice are needed to help leaders properly manage cultural diversity. Research flaws included a small sample size and the possibility of biased responses. In conclusion, the research sheds light on the importance of managing cultural diversity in the workplace and offers insights on the effect of diversity on leadership at Amazon. The suggestions can aid Amazon in maximizing the advantages of cultural diversity and creating a more welcoming and accepting workplace for employees from all backgrounds.
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1. How long have you been working at Amazon?
A. Less than 1 year
B. 1-3 years
C. 3-5 years
D. 5 or more years
2. How many people are on your team?
A. 1-5
B. 6-10
C. 11-15
D. More than 15
3. Do you work with team members from different cultural backgrounds than yours?
A. Yes
B. No
4. Have you received any training or guidance on working with people from diverse cultural backgrounds?
A. Yes
B. No
5. How would you describe the level of cultural diversity in your team?
A. Low
B. Moderate
C. High
6. Do you feel that cultural diversity in your team contributes to creativity and innovation?
A. Yes
B. No

7. How were any cultural misunderstandings or conflicts in your team?
A. Through open communication and dialogue
B. Through team-building exercises
C. Through management intervention
D. Other (please specify)
8. How do you think cultural diversity impacts leadership in your team?
A. Positively
B. Negatively
C. No impact
9. Have you ever witnessed any instances of cultural bias or discrimination in your team?
A. Yes
B. No
10. Do you feel that your team's leadership is effective in managing cultural diversity?
A. Yes
B. No
11. What could be done to improve the leadership's effectiveness in managing cultural diversity?
A. More training and guidance for leaders
B. Clearer communication and expectations
C. More diversity in leadership positions
D. Other (please specify)
12. How would you rate your overall experience working in a culturally diverse team at Amazon?
A. Excellent
B. Good
C. Average
D. Poor








[bookmark: _Toc131615751][bookmark: _Toc134371523]Appendix 02
	Questions
	Rationale
	Satisfies

	13. How long have you been working at Amazon?
	The purpose of inquiring about the respondent's length of service at Amazon is to gauge their familiarity with the company's culture and core values.
	Objective 1

	14. How many people are on your team?
	Inquiring as to how many people make up a person's team can shed light on the team's size and complexity, both of which can have an effect on collaboration.
	Objective 1

	15. Do you work with team members from different cultural backgrounds than yours?
	To get a sense of the cultural variety present on the team and how it may affect the individual's work, it's useful to ask whether or not they deal with people of various cultural backgrounds than their own.
	Objective 1

	16. Have you received any training or guidance on working with people from diverse cultural backgrounds?
	The degree to which an organisation promotes and cherishes cultural diversity can be gauged by inquiring as to whether or not the individual in question has gotten any training or guidance on interacting with persons from varied cultural backgrounds.
	Objective 1

	17. How would you describe the level of cultural diversity in your team?
	To get insight into the presence of cultural diversity in the team and how that diversity may influence the team's dynamics and methods of working together.
	Objective 1

	18. Do you feel that cultural diversity in your team contributes to creativity and innovation?
	To learn how the respondent values cultural variety in a team, we asked them how they felt it contributed to creative thinking and new ideas.
	Objective 2

	19. How were any cultural misunderstandings or conflicts in your team?
	To learn how cultural differences may affect the team's productivity, it's crucial to find out if there are any cultural misunderstandings or conflicts inside the group.
	Objective 2

	20. How do you think cultural diversity impacts leadership in your team?
	The purpose of the inquiry into the effect of cultural variety on team leadership is to gain insight into the ways in which team leaders cope with and benefit from cultural diversity.
	Objective 3

	21. Have you ever witnessed any instances of cultural bias or discrimination in your team?
	To get a sense of the team's openness to and appreciation of diversity, it's helpful to inquire as to whether or not the respondent has personally observed any instances of cultural bias or discrimination.
	Objective 3

	22. Do you feel that your team's leadership is effective in managing cultural diversity?
	In order to gather insight into whether or not the team is being managed well in this area, we asked how the individual felt the team's leadership handled cultural diversity.
	Objective 3

	23. What could be done to improve the leadership's effectiveness in managing cultural diversity?
	To learn how the individual envisions the organisation fostering a more inclusive work environment.
	Objective 4

	24. How would you rate your overall experience working in a culturally diverse team at Amazon?
	To gain insight into the respondent's general impression of the company's stance on cultural diversity and inclusivity.
	Objective 4
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	Rhif Adnabod Cyfranogwr: 
Participant Identification Number:
	

	
FFURFLEN GANIATÂD CYFRANOGIAD
	
SAMPLE PARTICIPANT INFORMATION SHEET


	Teitl Y Prosiect: / Project Title: 


 
Dear Sir/Madam, 
 
My name is Radostina Ilieva and I am a …1921577…. student in the School of Business, Finance and Management (London Campus), Faculty of Business and Management in University of Wales Trinity Saint David, United Kingdom. At present, I am conducting a research on “The impact of cultural diversity on leadership: A case study on Amazon.” …The purpose of this research is to complete my dissertation.
I would like to invite you to participate in my research project by answering the attached short questions developed by the researchers. Those questions will assess your opinions, experiences, knowledge, suggestions and views. Through your participation in the interviews, I hope to ascertain my research purpose to get the best opinion from you. I believe your opinion will be extremely helpful to me to carry out this research. 
 
All questions will be kept strictly confidential to the researchers involved and at NO time will individual questions will be released to the general public. This gives you a chance to express your views on your programme a confidential and anonymous forum and still be able to make a difference. Your participation in this study is completely voluntary so you can withdraw from the questionnaire at any stage. 
 
Please note, questionnaire should take no more than 30 minutes to complete but however, there is no time constraint. There are also no right or wrong answers. Attached to this letter along with the questionnaire there is a consent form where you will better understand researchers intension As this is a new project, your feedback is also important to me and I would be much obliged if you could also complete the feedback sheet along with the questionnaire. I understand that your time is at a premium, but your opinions are very valuable to me. 
After careful and precise analysis of the data obtained from this questionnaires/interviews, I will be happy to provide you with a copy of the findings at your request. The results of this questionnaire will hopefully enhance my understanding of current level of knowledge and future findings. The results of the research will be feedback to Director of Studies, Supervisor, University and British Library. 
 
I thank you in advance for your time and participation. If any questions do arise, feel free to contact me at your convenience. 
 
NAME & ADDRESS OF RESEARCHER
 
University of Wales Trinity Saint David (London Campus)
Winchester House
11 Cranmer Road
London – SW9 6EJ
Tel: +442075667600
Email: info.london@tsd.ac.uk 
           londonstudentservice@tsd.ac.uk 
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	Rhif Adnabod Cyfranogwr: 
Participant Identification Number:
	19215771921577

	
FFURFLEN GANIATÂD CYFRANOGIAD
	
PARTICIPATION CONSENT FORM

	Teitl Y Prosiect: / Project Title: 

	Enw'r Ymchwilydd / Name of Researcher:  Radostina Ilieva 1921577


 
	1
	I confirm that I have read and understand the information sheet dated _________ for the above study. I have had the opportunity to consider the information, ask questions and have had these answered satisfactorily.
	yes

	2
	I understand that my participation is voluntary and that I am free to withdraw at any time, without giving any reason.

	yes

	3
	I understand that any information given by me may be used in future reports, articles or presentations by the research team.

	yes

	4
	I understand that my name will not appear in any reports, articles or presentations.

	yes

	5
	I agree to take part in the above study.

	yes

	Name of Participant

	
	Signature

	Researcher

	Radostina Ilieva
	Signature[image: A signature on a white background

Description automatically generated with medium confidence]


 
 
	You may decline to participate in this study. You may end your participation in this study at any time. If you decide to remain anonymous, maintaining your anonymity will be a priority and every practical precaution will be taken to disguise your identity. If you prefer anonymity, there will not be any identifying information on audiotapes or transcripts of this or any interview. No one will hear any audiotapes or see any transcripts without your prior consent. All materials generated from this or any interview will remain confidential.
When completed please return in the envelope provided. One copy will be given to you and the original to be kept on the file of the research team at:

NAME & ADDRESS OF RESEARCHER

University of Wales Trinity Saint David (London Campus)
Winchester House
11 Cranmer Road
London – SW9 6EJ
Tel: +442075667600
Email: info.london@uwtsd.ac.uk
         : londonstudentservice@uwtsd.ac.uk 



 
 
 
 
 





[bookmark: _Toc134371526]Appendix 05

[image: A picture containing text, font, logo, symbol

Description automatically generated]PG2 / E1 FORM

 APPLICATION FOR ETHICAL APPROVAL
 
In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.
The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.
 The individual undertaking the research activity is known as the “principal researcher”.
 Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.
 Please read the notes for guidance before completing ALL sections of the form.
 
This form must be completed and approved prior to undertaking any research activity. Please see Checklist for details of process for different categories of application.  

 

SECTION A: About You (Principal Researcher)
	1
	Full Name:
	Radostina Ilieva

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

	
	Undergraduate Student
	☒
	Taught Postgraduate Student
	☐
	Postgraduate Research Student
	☐


 
	3
	Institute/Academic Discipline/Centre:
	
UWTSD BA Business Management

	4
	Campus:
	London Campus


	5
	E-mail address:
	1921577@student.uwtsd.ac.uk


	6
	Contact Telephone Number:
	
0774626116

	
	For students:

	7
	Student Number:
	1921577

	8
	Programme of Study:
	

	9
	Director of Studies/Supervisor:
	Dr Raziur Chowdhury


 
 


SECTION B: Approval for Research Activity
	1
	Has the research activity received approval in principle?
(please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)
	YES
	☒
	NO
	☐

	
	
	Date

	2
	If Yes, please indicate source of approval (and date where known): Approval in principle must be obtained from the relevant source prior to seeking ethical approval
	Research Degrees Committee
	☐
	

	
	
	Institute Research Committee
	☐
	

	
	
	Other (write in)

	☐
	


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

	1
	UWTSD Research Ethics & Integrity Code of Practice
	☒

	2
	UWTSD Research Data Management Policy
	☒

	3
	[List any other relevant documents here]
	☐


 
SECTION D: External Collaborative Research Activity
If there are external collaborators then you should gain consent from the contact persons to share their personal data with the university. If there are no external collaborators then leave this section blank and continue to section E.
	1
	Institution
	N/A


	2
	Contact person name
	


	3
	Contact person e-mail address

	

	4
	Is your research externally funded?
	YES
	☐
	NO
	☐

	5
	Are you in receipt of a KESS scholarship?
	YES
	☐
	NO
	☐

	6
	Are you specifically employed to undertake this research in either a paid or voluntary capacity?
	Voluntary
	YES
	☐
	NO
	☐

	7
	
	Employed
	YES
	☐
	NO
	☐

	8
	Is the research being undertaken within an existing UWTSD Athrofa Professional Learning Partnership (APLP)?
	If YES then the permission question below does not need to be answered.
	YES
	☐
	NO
	☐

	9
	Has permission to undertake the research has been provided by the partner organisation?
	(If YES attach copy)
If NO the application cannot continue
	YES
	☐
	NO
	☐


 
 
Where research activity is carried out in collaboration with an external organisation
	10
	Does this organisation have its own ethics approval system?
	YES
	☐
	NO
	☐

	
	
If Yes, please attach a copy of any final approval (or interim approval) from the organisation (this may be a copy of an email if appropriate).



 
SECTION E: Details of Research Activity ( Please see the Proposal )
	1
	Indicative title:
	“The impact of cultural diversity on leadership: A case study on Amazon.”

	2
	Proposed start date:
	18/02/2023
	Proposed end date:
	07/05/2023

	
	Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the points below:
1. Purpose of Research Activity
1. Proposed Research Question
1. Aims of Research Activity
1. Objectives of Research Activity
Demonstrate, briefly, how Existing Research has informed the proposed activity and explain
1. What the research activity will add to the body of knowledge 
1. How it addresses an area of importance. 

	3
	Purpose of Research Activity



(this box should expand as you type)

	4
	Research Question



(this box should expand as you type)

	5
	Aims of Research Activity



(this box should expand as you type)

	6
	Objectives of Research Activity



(this box should expand as you type)

	
	Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here, but should instead describe how you intend to collect the data necessary for you to complete your project.

	7
	


(this box should expand as you type)

	

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

	8
	

(this box should expand as you type)

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

	9
	


(this box should expand as you type)


 
	10
	Use of documentation not in the public domain: Are any documents NOT publicly available? 

	NO
	☐

	
	
	YES
	☐

	11
	If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.



(this box should expand as you type)


 
	
	Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015?
	
YES
	
NO

	12
	A prosperous Wales
	☐
	☐

	13
	A resilient Wales
	☐
	☐

	14
	A healthier Wales
	☐
	☐

	15
	A more equal Wales
	☐
	☐

	16
	A Wales of cohesive communities
	☐
	☐

	17
	A Wales of vibrant culture and thriving Welsh language
	☐
	☐

	18
	A globally responsible Wales
	☐
	☐

	19
	If YES to any of the above, please give details:

	
	


(this box should expand as you type)


 
SECTION F: Scope of Research Activity ( Please see the Proposal ) 
	
	Will the research activity include:
	YES
	NO

	1
	Use of a questionnaire or similar research instrument?
	☐
	☐

	2
	Use of interviews?
	☐
	☐

	3
	Use of focus groups?
	☐
	☐

	4
	Use of participant diaries? 
	☐
	☐

	5
	Use of video or audio recording?
	☐
	☐

	6
	Use of computer-generated log files?
	☐
	☐

	7
	Participant observation with their knowledge?
	☐
	☐

	8
	Participant observation without their knowledge?
	☐
	☐

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

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

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

	12
	Investigation of participants involved in illegal activities?
	☐
	☐

	13
	Use of procedures that involve deception?
	☐
	☐

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

	15
	Working with live vertebrate animals?
	☐
	☐

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

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

	
	Details of any other primary data collection method:



(this box should expand as you type)
	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).
 
If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 
 
SECTION G: Intended Participants
If there are no participants then do not complete this section, but go directly to section H.
 
	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	☒

	2
	Adults (over the age of 18 and competent to give consent)?
	☒
	☐

	3
	Vulnerable adults?
	☐
	☒

	4
	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)
	☐
	☒

	5
	Prisoners?
	☐
	☒

	6
	Young offenders?
	☐
	☒

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☒

	8
	People engaged in illegal activities?
	☐
	☒

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.

	☐
	☐

	
	Details of any other participant groups:



(this box should expand as you type)
	
	


 
	
	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	10
	How many participants are expected?

	120


(this box should expand as you type)

	11
	Who will the participants be?

	


(this box should expand as you type)

	12
	How will you identify the participants?
	


(this box should expand as you type)


 
 
	
	Information for participants:
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☐
	☐
	☒

	14
	Will you tell participants that their participation is voluntary?
	☐
	☐
	☒

	15
	Will you obtain written consent for participation?
	☐
	☐
	☒

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☐
	☐
	☒

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☐
	☐
	☒

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☐
	☐
	☒

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☐
	☐
	☒

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☐
	☐
	☒

	21
	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☐
	☐
	☒

	22
	If NO to any of above questions, please give an explanation 

	
	


(this box should expand as you type)


 
	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☐
	☒

	25
	Is specialist electrical or other equipment to be used with participants?
	☐
	☐
	☒

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☐
	☒

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☐
	☒

	28
	If YES to any question, please provide full details 

	
	


(this box should expand as you type)


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

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

	1
	Full risk assessment completed and appended? 
	Yes 
	☐

	
	
	No
	☒

	2
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
	Risk to participants:


(this box should expand as you type)
	How you will mitigate the risk to participants:



(this box should expand as you type)

	3
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	


(this box should expand as you type)

	4
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator:



(this box should expand as you type)
	How you will mitigate the risk to the investigator:



(this box should expand as you type)

	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University:



(this box should expand as you type)
	How you will mitigate the risk to the University:



(this box should expand as you type)

	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:



(this box should expand as you type)
	How you will mitigate the risk to environment:



(this box should expand as you type)


 
	
	Disclosure and Barring Service

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

	NO

	N/A


	7
	Does your research require you to hold a current DBS Certificate?
	☐
	☐
	☒

	8
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	


 
SECTION I: Feedback, Consent and Confidentiality
 
	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	

N/A
(this box should expand as you type)

	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	
N/A

(this box should expand as you type)

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	
N/A

(this box should expand as you type)


 
SECTION J: Data Protection and Storage
 
	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

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

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

	2
	

To complete the dissertation.
(this box should expand as you type)

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	☐
	☒

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

	4
	


(this box should expand as you type)


 
	
	
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	☒
	☐

	6
	University computers?
	☐
	☒

	7
	Private company computers?
	☐
	☒

	8
	Home or other personal computers?
	☒
	☐

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☐
	☒

	10
	“Cloud” storage or websites?
	☐
	☒

	11
	Other – specify:

	☐
	☒

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:

	
	
N/A
(this box should expand as you type)


 
	
	Data Protection

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	☒
	☒

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	☒

	15
	Sharing of data with other organisations?
	☐
	☒

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	☒

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	☒

	18
	Publication of data that might allow identification of individuals?
	☐
	☒

	19
	Use of data management system?
	☐
	☒

	20
	Data archiving?
	☐
	☒

	21
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):

	
	N/A


(this box should expand as you type)

	22
	List all who will have access to the data generated by the research activity:

	
	
Radostina Ilieva

(this box should expand as you type)

	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	Radostina Ilieva


(this box should expand as you type)

	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	
	
6 months

(this box should expand as you type)

	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so please explain. (Most relevant to academic staff) 

	
	


(this box should expand as you type)

	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	☒

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	☒


 


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

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

	1
	Signature of applicant:
	[image: A signature on a white background

Description automatically generated with medium confidence]
	Date: 07/05/2023



 
For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	
	Date:

	3
	Signature:
	

	


 
For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date:

	5
	Signature:
	

	


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

	☒
	I have completed ALL RELEVANT sections of the form in full.

	☒
	I confirm that the research activity has received approval in principle

	☒
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☒
	I have attached a full risk assessment (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

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

	☒
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.


 
	RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
You will be informed of the outcome of your claim by email; therefore it is important that you check your University and personal email accounts regularly.

	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.


 
This form is available electronically from the Academic Office web pages: https://www.uwtsd.ac.uk/academic-office/appendices-and-forms/




How long have you been working at Amazon?

1.      How long have you been working at Amazon?	
A.    Less than 1 year	B.     1-3 years	C.     3-5 years	D.    5 or more years	13	25	56	26	


How many people are on your team?

2.      How many people are on your team?	
A.    1-5	B.     6-10	C.     11-15	D.    More than 15	14	23	27	56	


Do you work with team members from different cultural backgrounds than yours?

3.      Do you work with team members from different cultural backgrounds than yours?	
A.    Yes	B.     No	78	42	

Have you received any training or guidance on working with people from diverse cultural backgrounds?

4.      Have you received any training or guidance on working with people from diverse cultural backgrounds?	
A.    Yes	B.     No	96	24	

How would you describe the level of cultural diversity in your team?

5.      How would you describe the level of cultural diversity in your team?	
A.    Low	B.     Moderate	C.     High	23	65	32	


Do you feel that cultural diversity in your team contributes to creativity and innovation?

6.      Do you feel that cultural diversity in your team contributes to creativity and innovation?	
A.    Yes	B.     No	112	8	

How were any cultural misunderstandings or conflicts in your team?

7.      How were any cultural misunderstandings or conflicts in your team?	
A.    Through open communication and dialogue	B.     Through team-building exercises	C.     Through management intervention	D.    Other (please specify)	19	56	25	20	


How do you think cultural diversity impacts leadership in your team?

8.      How do you think cultural diversity impacts leadership in your team?	
A.    Positively	B.     Negatively	C.     No impact	78	39	3	


Have you ever witnessed any instances of cultural bias or discrimination in your team?

9.      Have you ever witnessed any instances of cultural bias or discrimination in your team?	
A.    Yes	B.     No	24	96	

Do you feel that your team's leadership is effective in managing cultural diversity?

10.  Do you feel that your team's leadership is effective in managing cultural diversity?	
A.    Yes	B.     No	113	7	

What could be done to improve the leadership's effectiveness in managing cultural diversity?

11.  What could be done to improve the leadership's effectiveness in managing cultural diversity?	
A.    More training and guidance for leaders	B.     Clearer communication and expectations	C.     More diversity in leadership positions	D.    Other (please specify)	17	41	59	3	


How would you rate your overall experience working in a culturally diverse team at Amazon?

12.  How would you rate your overall experience working in a culturally diverse team at Amazon?	
A.    Excellent	B.     Good	C.     Average	D.    Poor	36	65	17	2	
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