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[bookmark: _Toc165847898]CHAPTER 1 - INTRODUCTION
1.1 [bookmark: _Toc162430005][bookmark: _Toc165847899]Background & Problem Statement
[bookmark: _Toc157889496]Nowadays there is a great change that energetics of Human Resource Outsourcing (HRO) have gone through stepping forward into a chief method of doing business for numerous areas from banking through to education and hospitality (Hussien, Ahmed and Nasr, 2021). The importation of labor resources has become common in many areas because of factors such as globalization, technical improvements, and the need to save the costs. Firms have increasingly contracted those non-core functions to third-party vendors, thereby allowing them to concentrate on the personnel activities of their organizations and gain access to the expertise of the outsourced parties (Nondoh, 2021). 
The nature of outsourced operations especially in the human resource processes is changing and in the center of it is the leadership characteristic - the critical factor influencing the realization of objectives and outcomes of outsourcing (Nondoh, 2021). The executive function of any organization directly affects strategic, cultural and decision making approaches related to outsourcing initiatives. The success of an organization in this respect heavily depends on capable leadership which is responsible for introducing changes, creating a collaborative environment with other team players from internal and external sources as well as fitting into the overall strategic vision of the company (Taiser and Al-Zubaidi, 2023).
1.2 [bookmark: _Toc162430006][bookmark: _Toc165847900]Problem Statement
However, despite the understanding of a role of leadership being a basis for HRO practices, we need a more thorough understanding of what reactions the feature of leadership has on outsourcing program in different sectors, which include banking, education, and restaurants (Nondoh, 2021). There are a lot of existing studies on leadership and outsourcing independently, but literature on their integration is not as developed. While most research into leadership and outsourcing practices relate to leadership and outsourcing practices separately, there is a lack of literature where the interplay of leaders and HRO practices is studied (Taiser and Al-Zubaidi, 2022). This gap in understanding poses several challenges for organizations seeking to optimize their outsourcing strategies. Without a clear understanding of how leadership influences HRO practices, organizations may struggle to effectively leverage outsourcing as a strategic tool for achieving competitive advantage and organizational success (Lazar, 2020). Furthermore, the lack of empirical evidence and theoretical frameworks specifically tailored to the banking, education, and hospitality sectors hinders informed decision-making and best practices development in these industries (Hussien, Ahmed and Nasr, 2021). 
1.3 [bookmark: _Toc162430007][bookmark: _Toc165847901]Research aim and objectives
The aim of the study is to enlighten business owners in the education, banking, and hospitality sectors about the crucial role of leadership in organizational success and to identify areas for improvement in management practices. 
1.4 [bookmark: _Toc162430008][bookmark: _Toc165847902]Objectives 
1. To uncover and cultivate leadership traits that support innovation and entrepreneurship is the aim of the leadership research design.
2. To make the owners of businesses in the undertaken fields and sectors aware about why leadership is important to be adopted and constantly updated with the passage of time and with the requirements of changing market.
3. The research must be accomplished using ethical considerations of data integrity, no falsification of data and reliability of data on valid information sources only.
4. Business owners must be evaluated against their experience in organizations leadership for better results in the end.
1.5 [bookmark: _Toc162430009][bookmark: _Toc157889497][bookmark: _Toc165847903]Research Questions
1. In what ways, the role of leadership helping determining the HUMAN RESOURCE OUTSOURCING?
2. In what ways, the leaders through effective leadership leads to development of best practices in banking industry?
3. How education and hospitality industries are able to cope with determination of management practices with the incorporation of leadership styles and approaches?
4. What are the key skills area and the areas in which leadership in lacking somewhere in each determined industry?
1.6 [bookmark: _Toc162430010][bookmark: _Toc165847904]Significance/Relevance of Study
This research has a number of practical implications for among others organization governors, policy makers, and scholars (Nondoh, 2021). The paper demonstrates the interconnection of leadership and HRO practices and therefore gives crucial advice that can be followed when some strategic options are being chosen. In addition, it broadens the existing platform of knowledge regarding this topic and presents solutions for bridge the gap of understanding and also be practical when talking about leadership practices in a variety of organizational settings (Taiser and Al-Zubaidi, 2023).
1.7 [bookmark: _Toc162430011][bookmark: _Toc165847905]Research Methodology
This research endeavour specifically utilizes the mized approach (with the positivism philosophy as the basis) to effectively utilize secondary data (Lazar, 2020). Utilizing available research texts, empirical studies, and industry reports, the deductive approach helps develop propositions by means of building new hypotheses based on existing leadership theories and concepts inherent in high-reliability operations (HRO). Positivism philosophy appreciates that subjective interpretation as well as the understanding of social situation are important (Hussien, Ahmed and Nasr, 2021). Not only this, but it recognizes that reality is a social construction that is formed by people encountering social situations in concrete contexts. Through the combination of various findings from studies in the field of leadership but also general academic materials this paper strives to create a more precise and detailed picture of the possible relationship between leadership and applied HRO measures when it comes to the banking, education, and hospitality sectors (Taiser and Al-Zubaidi, 2022).
1.8 [bookmark: _Toc162430012][bookmark: _Toc165847906]Structure of the Rest of the Project
The structure of the rest of proposal is built on in a step by and deliberate fashion, beginning with a thorough literature review and progressing to conclusions and recommendations (Lazar, 2020). In Chapter 2 this study highlights existing literature and investigates relevant research areas, then develops the conceptual framework based on its findings. Next, Chapter 3 will emphasize Research Methodology where reasons for selected philosophies, design and data collection methods are provided based on their importance. In the same chapter, ethical issues worthy of addressing concerning the integrity of the study are included (Hussien, Ahmed and Nasr, 2021). As Chapter 4 open the door into findings, analysis, and discussion, there will be all linkages through the literature review. Finally, chapter 5 captures the study in a snapshot by highlighting the findings, surfacing final conclusions and suggesting possibilities for both application on the ground as well as for future research (Taiser and Al-Zubaidi, 2023). 
[bookmark: _Toc162430013]

[bookmark: _Toc165847907]CHAPTER 2 – LITERATURE REVIEW 
[bookmark: _Toc162430014][bookmark: _Toc165847908]2.1 Introduction 
The literature review presented here examines the complex human resource outsourcing (HRO) leadership links within the banking, schools and the hotel business (Sim et al., 2023). Attention to detail is given to a framework that fully incorporates tested theories of leadership, e.g., transformational, transactional and contingency. The study will then proceed to discuss leadership nuances when applied to HRO scenarios. Every sector does offer an exclusive set of issues and benefits, thus a detailed analysis of leadership, traditions of organization, and management decision-making for each of the industries is thus imperative (Liao, Cheng and Chen, 2022). The present review is based on critical analyses of the existing literature on a leadership-HRO integration. It explores the global opportunities and geography-specific circumstances, the emerging trends, and future directions for the industry. This review aims to present an integrated view of the world of leadership through the perusal of their diverse scholarly materials. This information will be useful for practitioners and researchers to get a “360 degree” understanding of how leadership fundamentally affects HRO outcomes in turbulent business environment today (Xiao, Fang Lee Cooke and Xiao, 2023).
[bookmark: _Toc162430015]2.2 Leadership in Human Resource Outsourcing (HRO)
[image: Description: The ultimate guide to Human Resources Outsourcing (HRO)]
Figure – Human resource outsource
Source - (Sim et al., 2023)
The human factor of Human Resource Outsourcing (HRO) is a pivotal boost to having good leadership, as it is this people-factor that determines the organization's success in both banks, schools, and hotels (Sim et al., 2023). Provided that leadership is the rug on which rests the strategic orientation and choices of sourcing, it details and is the fabric that hangs the structure. The leading role in this area which is known as HR Outsourcing is often played by leaders who know how to navigate through the intricate problems of HR (identification of admissible outsourcing organisations, definition of strategic goals, and management of stakeholder relations, for example (Liao, Cheng and Chen, 2022). Moreover, leadership concurs with the strategies towards the HRO practices that endorse fundamental organizational goals and values, thereby leading to the unanimity of culture in the HRO with that of the organization. In this way, visionary leaders will ensure that the organization is building policies that not only give back to the society but also that is valuable aligned with mission and values of the organization (Pinheiro, 2021).
In the same way, leadership helps organizational culture designing which enhances the spirit of cooperation, innovation, and consistency improvement in organization processes (Sim et al., 2023). In terms of banking, education and hospitality leadership, leaders treat like the tone set within the organizations hence it central to shaping values, attitudes and expectations about the outsourcing practices (Liao, Cheng and Chen, 2022). Through partners and suppliers, leaders influence the culture of internal teams and external service providers, ensuring the environment is receptive to fruitful collaboration. Likewise, leadership that is considered strong will motivate a work culture that is both responsive and adaptable, allowing the organization to effectively deal with the changes and chances in the environment which is outsourcing (Xiao, Fang Lee Cooke and Xiao, 2023).
When it comes to the matters of decision-making, the leadership ones exercise weighty influence on what strategies we follow and how these strategies are implemented (Hailemariam, Abraraw and Mary', 2022). A bank manager, an educator, and a hospitality professional, for instance, all play an instrumental role in striking key deals outsourcing, resource allocation, and risk management. They are credited with calculating the risks, sorting through alternatives, and envisioning the subsequent developments, that is, the crucial processes of providing this service. Effective leaders incorporate their contacts, sector knowledge, and the ability to discover new outsourcing technologies that fast-track the achievement of organizational competitiveness and growth (Pinheiro, 2021).
The fact is, leadership is multifaceted and effective when applied in HRM within the banking, education and tourism sectors (Hailemariam, Abraraw and Mary', 2022). Leaders are the part of the crew that has the leading function in creating organizational culture, and establishing the strategic alignment as well as the effective decision-making process of the organization. Through leadership acumen, an organization can unleash the extraordinary power of outsourcing initiatives, which has the overall effect of attaining the strategic vision vision and, ultimately, improves organization's performance (Xiao, Fang Lee Cooke and Xiao, 2023). Human Resources Outsourcing (HRO) leadership assumes a strategic position in the overall performance of financial institutions, education, and hospitality. Leaders are expected to handle the multifaceted terrain while making decisions on the best outsourcing partners, setting strategic objectives and dealing with stakeholders. They are a key element in linking specific HRO practices with the organizational goals and values as well as maintaining organizational culture as a whole. Visionary leaders provide plans that not only contribute to well-being but also imply the mission and objectives of the organization (Pinheiro, 2021).
Furthermore, leadership affects the organizational culture in which it is present through its promotion of collaboration, innovation, and a sustained approach to process improvement. The leaders define the tone of the values, attitudes and external perceptions around outsourcing, not only within the organization, but also externally (Hailemariam, Abraraw and Mary', 2022). By implementing successful leadership, organizations can encourage the development of responsive, adaptable and flourishing work cultures that can lead to outsourcing success. Through the process of decision-making, leadership can have a profound effect on the formation and implementation of the company’s strategy. Leaders in banking, education, and hospitality are essential for implementation of key outsourcing deals, allocation of resources, and managing risks respectively. These individuals' capacity to calculate the risks, examine various alternatives, and use their network of industry contacts and information for improving the company's competitiveness and growth makes the outsourcing efforts more efficient (Pinheiro, 2021).
[bookmark: _Toc162430016][bookmark: _Toc165847909]2.3 Industry-specific Perspectives on Leadership and HRO
The study focuses on the leadership dynamics within the domain of Human Resource Outsourcing (HRO), which differ greatly across different industries, offering distinct challenges and opportunities (Hailemariam, Abraraw and Mary', 2022). A thorough literature review informs about the differences of leadership practices in banking, education and hospitality sectors and their impacts on HRO outcomes. The banking sector is typically known by the leadership through the focus on risk management, regulatory compliance, and financial performance. Leaders of this industry must balance tight regulatory landscape and intricate financial terrain while ensuring execution of HRO strategies to achieve operational effectiveness and remain competitive (Liao, Cheng and Chen, 2022). On the other hand, in education, leadership promotes innovation, teamwork, and student-centered initiatives. Educational leaders are charged with developing a culture of continuous improvement, supporting academic excellence, and accommodating the diverse needs of students and staff. In this context, the incorporation of HRO practices should be consistent with the overall goals of educational institutions, helping to promote teaching and learning outcomes as well as to streamline administrative functions (Pinheiro, 2021).
Leadership in the hospitality industry is primarily focused on guest satisfaction, service providing, and brand name. Hospitality leaders focus on customer experience, employee engagement, and operational efficiency for creating a lasting guest experience and revenue growth (Peltz and Wilson, 2020). HRO initiatives in the service industry, which is service-oriented by nature, should be tailored to fit in with the demands of this unique environment, thus achieving alignment with the organization’s values and the expectations of the customers. However, it is not only sector specifics that make this challenge so formidable, but much more common problems like talent retention, workforce diversity, or technology adoption. leaders-HRO integration is effectively affected (Ngila, 2023).
In addition, sector-specific factors such as market volatility, regulation changes, and competitive pressures also mold the nature of leadership within each industry (Peltz and Wilson, 2020). Leaders should exhibit the flexibility and the vision to respond to changing industry trends and discern future challenges that will enable them to capitalize on HRO practices for strategic purposes. By synthesis of the experiences from the banking, education, and hospitality industries, the organizations can extract a number of useful trends and best practices that will help them to introduce the systems of leadership and HRO which correspond to the peculiarities and the needs of the industry (Liao, Cheng and Chen, 2022). In the end, the industry-specific approaches to leadership and HRO play a decisive role in the challenges of outsourcing in various organizational environments and achieving sustainable development and success (Dwyer, Nektarios Karanikas and Adem Sav, 2023).
Sectors-wise angle towards leadership and Human Resource Outsourcing (HRO) illustrate the various problems and prospects inherent in each field (Peltz and Wilson, 2020). A comprehensive grasp of the leading dynamics in banking, education, and hospitality industries is a prerequisite for the achievement of the best HRO outcomes, as well as the harmonization of strategies with organizational aims. At the banking side, leadership ensures risk management, regulatory compliance, and financial outcomes. Leaders will need to do this while managing complex regulatory environments and while executing HR strategies to improve operational efficiency and competitiveness. Proper leadership in banking requires the implementation of judicious and intelligent decision making process, management of resources and liaising stakeholders to prevent risks and maximize gains from outsourcing (Ngila, 2023).
On the contrary, leadership in education gives emphasis to innovation, teamwork, and student-centered approaches (Ngila, 2023). Educational administrators develop a culture of continuous improvement that encourages the best possible teaching, accommodates the needs of students and staff. Effective HRO practices in education should reflect institutional objectives to boost effectiveness of teaching and learning, optimize administrative processes, and empower the whole operation of education institutions. In the hotel industry, the core function of the leadership is guest satisfaction, service provision, and brand management. For the hospitality sector leaders, customer experience is the topmost priority (Peltz and Wilson, 2020). 
They engage their employees and improve the operational efficiency to enhance the revenue and maintain the competitive edge. Humanizing Resource Organization (HRO) projects in the service industry should be consistent with organizational values and customer satisfaction and therefore have a smooth transition with the provision of high quality services (Peltz and Wilson, 2020). However, industry-specific factors such as economic fluctuations, regulatory changes, and competitive pressures influence leadership behavior within each industrial sector. Leaders need to be flexible and have vision to ensure that they react to changing trends within the industry and predict any future challenges. Through fusion of knowledge gained from banking, education, and hospitality, companies are able to detect which practices will accomplish their HRO goals and which leadership strategies will be best for each sector (Ngila, 2023).
[bookmark: _Toc162430017][bookmark: _Toc165847910]2.4 Innovation and Change Leadership in HRO
[image: Description: Leading Innovation and Change - Leading Innovation and Change]
Figure – Innovation and leading change
Source - (Peltz and Wilson, 2020)
In the domain of Human Resource Outsourcing (HRO) innovation and change management hold out as critical elements of successful outsourcing undertakings (Peltz and Wilson, 2020). This part provides deeper insight into the central importance of leadership in stimulating innovation, change management, and continuous improvement of HRO strategies. Innovation in HRO is all about the generation of new solutions, technologies, and methods that make the system more efficient, cost-effective, and productive, as an entire (Liao, Cheng and Chen, 2022). In effect, leadership acts as the dynamo for innovation through the stimulation of a culture which appreciates creativity, experimentation, and risk-taking. Leaders of the HRO should motivate employees to produce new ideas, question the old ways and see change as a possibility for opportunity and development (Ngila, 2023).
Even more so, change leadership claims an important role in managing the intricacies of implementation of HRO initiatives in organizations (Tanjung et al., 2023). Leaders are to implement change in the organization by presenting a compelling vision, winning the support of all stakeholders, and providing resources and guidance for a seamless transition (Molnár et al., 2021). Change leadership is the process of directing resistance, overcoming barriers, urgency and commitment among employees to adopt new ways of working. Leadership competencies of communication skills, emotional intelligence, and strategic capability are used to manage the organization through ambiguity and uncertainty, which results in the implementation of successful change within HRO processes (Dwyer, Nektarios Karanikas and Adem Sav, 2023).
Additionally, respect for continuous improvement is the foundation of effective HRO strategies compelling companies to change, grow and perfect their outsourcing practices in response to new business needs and market requirements (Tanjung et al., 2023). Leadership is a critical factor in developing a culture of incremental improvement as it sets the bar high for organisation, encourages collaboration and feedback, and reflection. Leaders of process optimization, performance, and innovation diffusion must be on the front line of HRO to guarantee that outsourcing initiatives are always based on responsiveness, adapting, and producing value (Ngila, 2023).
Fundamentally, innovation and change leadership are core constituents of winning HRO which, in turn, enable organizations to respond, adapt, exploit new opportunities, and achieve sustainable development and competitive advantage (Tanjung et al., 2023). The leaders who are in charge of HRO, can enlarge benefits of outsourcing approach that is meant to achieve strategic goals and enhance organizational performance through innovation, change management and continuous improvement (Dwyer, Nektarios Karanikas and Adem Sav, 2023).
2.5 [bookmark: _Toc162430018][bookmark: _Toc165847911]Ethical Leadership and Corporate Social Responsibility (CSR) in HRO
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Figure – Benefits of CSR
Source - (Wujarso, Saprudin and Dameria, 2023)
This research focus on the ethical leadership and Corporate Social Responsibility (CSR) in Human Resource Outsourcing (HRO) together presents a vital intersection of the organizational ethics and outsourcing practices (Banmairuroy, Kritjaroen, and Homsombat, 2021). The role of ethical leadership is substantial in organizations with regard to the ethical atmosphere in humanitarian efforts. Ethical and value-based leaders who engage in implementing these qualities serve as the champions for trust, honesty, as well as accountability in outsourcing partnerships. Ethical leaders who consider transparency and integrity in relationships with partners during business outsourcing will build trust and become a base of cooperation that will benefit both parties, as well as provide long-term and mutually-lucrative partnerships (Wujarso, Saprudin and Dameria, 2023).
Moreover, ethical leadership in HRO brings CSR initiatives into the everyday routine in organizations. The social responsibility of CSR entails the organizations compliance with ethical, social and environment requirements to their stakeholders and the community at large (Banmairuroy, Kritjaroen and Homsombat, 2021). For ethical leaders, associating CSR objectives and principles with their outsourcing practices is paramount, and they must ensure that their outsourcing methods are considered based on their impact to the society and environment. When CSR is part of the HRO strategy, companies are then able to generate value not just the shareholders but also the employees, audiences, and communities at large (Singh, et al. 2020).
On top of everything else, ethical leadership helps develop the culture of commitment and responsibility within the organization and leads firms towards high ethical standards in sourcing operations as well (Banmairuroy, Kritjaroen and Homsombat, 2021). One who is thoughtful and does the right ethical conduct both for himself and his followers but also for the other organization employees creates an environment where they all will learn to be involved in the ethical decision-making and behavior. Ethical leadership of HRO not only increases the admiration and trust of organizations but also brings about their sustainability and attractiveness in the long run (Wujarso, Saprudin and Dameria, 2023).
To put it in a nutshell, literature stresses the fact that ethical leadership and CSR determine HRO practices (Akdere and Egan, 2020 ). Ethical leaders contribute to the democratization process in the context of outsourcing relations and push for efficient CSR projects that match organizational culture and the stakeholders' legitimate demands. Encouraging ethical leadership directions contribute organisations to achieve better comportment, relationships and giving something in the society, and, therefore fully the potential of HRO as a strategic tool for organizational achievement (Singh et al., 2020).
Ethics in leadership and Corporate Social Responsibility (CSR) are very important parts of the Human resource outsourcing (HRO) processes those are a uniting factor of business ethics and outsourcing practices (Singh et al., 2020). Ethical leaders are must be committed to honesty, fairness, and organizational responsibility that keep the trust in outsourcing relationships. Through managing organizational ethics, leaders prepare the environment where ethical decisions and behavior take place, which, in turn, increases the position and image of the organizations (Molnar et al., 2021). 
As well, the ethics-driven leadership helps to embed CSR initiatives into the HRO approach, linking up the outsourcing processes with the social and environmental obligations (Singh et al., 2020). Leaders understand the significance of examining the wider ramifications of the outsourcing choices with the aim of ensuring that their decisions not only align with ethical values and standards, but also meet the expectations of the country where the operations of the company are carried out. CSR's objectives that are brought into the HR, result in shared value to stakeholders. The organizations can therefore contribute to sustainable development and societal wellbeing. Consequently, ethics based leadership supports a culture of true commitment and responsibility not only among outsourcing organizations, but across the outsourcing process. Leaders lead through modeling, displaying right conduct and directing employees’ ethical choices. Besides, it should be noted that this moral attitude towards leadership provides additional incentive for organization reputation, fairness, and sustainability (Molnár et al., 2021).
2.6 [bookmark: _Toc162430019][bookmark: _Toc165847912]Future Trends and Emerging Issues in Leadership-HRO Dynamics
The future of leaders in Human Resource Outsourcing (HRO) is set to change in a big way due the trends and dynamics that are coming into play (Akdere and Egan, 2020). Technological advancements are clearly identified as a change driver, introducing new ways in which organizations implement HRO practices. The traditional outsourcing model is being redefined by automation, artificial intelligence, and data analytics, which provide high efficiency, accuracy, and scalability to HR processes (Molnár et al., 2021). Leaders need to deal with the opportunities and challenges that are brought about by these technological advancements in order to help the company to improve the operational effectiveness leveraging on the technological advances while at the same time addressing concerns such as data security and privacy among other ethical implications (Wujarso, Saprudin and Dameria, 2023).
Globalization adds an extra layer of complexity to leadership in HRO since the organizations operate in more and more connected and diverse markets (Akdere and Egan, 2020). Leaders therefore have to play according to the rules of the game which are multicultural in nature without sacrificing the productivity and or setting aside the needs of the employees. In addition, geopolitical uncertainties, trade tensions, and economic fluctuations become additional components of HRO strategies, with leaders needing to foresee and manage risks, while also capturing the opportunities for growth and expansion (Singh et al., 2020).
Additionally, changing workforce dynamics, including remote work, gig economy, and multi-generational workforce, pose opportunities and threats for the leadership of HRO. In managing diverse talent pools, fostering collaboration and innovating in HRO practices, leaders must adapt to flexibility, agility, and inclusivity (Saha et al., 2019). In addition, apart from HRO activities and organizations, there is advocacy for ethical leadership and social responsibility. These ethical leadership and social responsibility focuses on the workers’ health, does something about the DEI (Do and Leitão, 2020).
Future trends and emerging new issues in leadership-HRO integration need to be met proactively to ensure their practice and research is done with a proactive attitude (Saha et al., 2019). Innovation skills and approaches, which ensure the leaders to master the challenges of the HRO in the digital, global, and diverse environment, should be mandatory (Molnár et al., 2021). The study's attention should be placed on the staging of a workshop on the best practices, tools and technologies, and the preparation of guidelines to assist the leaders on using HRO as a strategic enabler in the success of an organization. Leaders could meet these challenges by dealing with them proactively, boosting their positive influence and shaping organizational resilience and introducing HRO concepts to achieve sustainable development and competitive advantage (Ullah et al., 2019).
2.7 [bookmark: _Toc162430020][bookmark: _Toc165847913]Employee Engagement and Leadership Alignment in HRO
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Figure – Employee engagement
Source - (Saha et al., 2019)
Implementation of the right approach in HRO practices by focusing on Employee Engagement and Leadership Alignment is essentially one of the levels that can determine organizational effectiveness and success ever (Saha et al., 2019). The neuralgia of this section will be pioneered by diving into the complex tale of employee engagement, leadership support, and the gauntlets they pose within HRO exercises. Employee engagement, signifying the measure of the emotional commitment of employees towards the company's targets and values, involves a range of behaviors and factors that employees exhibit on both a personal and professional level (Molnár et al., 2021). The employees obtaining in high degree of engagement would come out to be more proactive, innovative and enthusiastic in delivering peak performance which in turn would result into a success of an organization. In creating a leadership alignment one can consider its strength through coherence and integrity of leadership actions and behaviors that shapes and drives the organizational efforts. An alignment of leadership actions with organizational targets in this way results in a situation where there is unity, the organization’s purpose, and accountability throughout the organization thus translating into the realization of the targets as the top priority (do Adro and Leitão, 2020).
According to the research data there appeared a vital context of employee participation in building and maintaining a strong and effectual organization (Kim, Kim and Kim, 2021). Motivated workers have a better place in their hearts at work, result in a higher amount of work produced and career development and less turnover rate, thus making customers happy. Within the field of HRO, employee engagement gains tremendous importance because managing the outsourcing relationships is among the highly complex issues that companies are faced with. Successful leadership contributes greatly to the development of true and people-centric HRO initiatives (Molnár et al., 2021). Leaders, who mainly focus on communication, recollection of hard work, and empowerment, contribute to the making of organization where employees are comfortable, and willing to work together for realized of outsourcing agenda. Building on the participation of the employees in decision-making process, creating a favorable environment for their competence development and growth and paying tribute for what they achieve, leaders will be capable of boosting the levels of employee engagement in HRO and thereby improving performance and results (Ullah et al., 2019).
One of the other priorities is leader alignment. Leaders at all levels are in the loop at strategic and tactical goals of HRO. If leading practices and behaviors are aligned to the organization goals, it will open entities to transparent and trust atmosphere (Kim, Kim and Kim, 2021). Managers who deal with their employees by reminding them about organizational goals, with well-defined direction and by setting an example for the team motivate trust and dedication among their subordinates which also amounts to alignment with organizational objectives (Molnár et al., 2021). Leadership alignment matters in the context of HRO, because this guarantees ultimate alignment with organizational values, general goals, and strategic objectives, if outsourcing is undertaken. Leaders need to educate employees on the thinking behind outsourcing decisions, assist with the implementation and monitor accomplishments and assess results and outcomes gained (do Adro and Leitão, 2020).
Additionally, engagement and leadership alignment can move up together as they compound the organization’s performance by create a synergistic effect. It portends that when leadership participates in the company, there is a high likelihood that their efforts will align with the organizational goals and values (Kim, Kim and Kim, 2021). Teamwork becomes possible therefore helping leadership forge an environment in which the employee engagement thrives. Organizations that place emphasis on both employee participation as well as leadership cohesion within HRO programs get to this venture with distinct benefit, since it equips them with the necessary mechanisms to overcome difficulties, spearhead innovation, and attain sustainable victories (Molnár et al., 2021). Through such engagement and alignment among officials, there may appear not only a competitive advantage but also a loyal staff, and the company, in turn, is differentiated by the public (Ullah et al., 2019).
2.8 [bookmark: _Toc162430021][bookmark: _Toc165847914]Conceptual Framework
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Figure – Conceptual Framework
Source - (Xiao, Fang Lee Cooke and Xiao, 2023)
Within the Conceptual Framework being discussed here, Human Resource Outsourcing (HRO) and leadership are best explained as key elements which are portrayed by a theoretical lens (Xiao, Fang Lee Cooke and Xiao, 2023). The Leadership fail framework encompasses several well-known schools of thought like transformational, transactional, and contingency leadership by combining the approaches and concepts of each of these theories essential to comprehending the dynamics and change within the banking, educational, and hospitality sectors. Transformational leadership, also known as visionary leadership, inspirational motivation, intellectual stimulation, and individualized consideration, consists of the leaders emphasizing these leadership traits to develop and motivate their teams to meet the organizational targets (Molnár et al., 2021). Rather, the transactional leadership style believes in the mechanism that, performance is determined in exchange to positives and negatives feedbacks in order to be efficient and to drive desired performance. Besides, contingency theory asserts that strong leadership should be contingent upon environmental factors which include the situation of the task, the organization and the followers character (Molnár et al., 2021).
In the context of the Three Governance Regimes, this framework examines the effect of varied leadership styles on the formulation and implementation of strategic direction, the establishment of organizational culture, and the adoption of outsourcing strategies (Xiao, Fang Lee Cooke and Xiao, 2023). Transferred leaders, for instance, may build a culture of innovation and collaboration and will link HRO strategies with an body of organization values and objectives (Molnár et al., 2021). Transactional leaders, by comparison, are more likely to emphasise on performance metrics and incentives in order to achieve the desired outcomes in outsourcing relationships of their companies. Plus, contingency elements such as organizational culture, macro environment, and stakeholders' preferences give way to leadership behaviors that determine the final result of HRO initiatives (Liao, Cheng and Chen, 2022).
The theory-based nature of this approach can allow organizations to find the major relationship types between leaders and HRO and thus to determine how this relation could be improved (Xiao, Fang Lee Cooke and Xiao, 2023). Managers can hope to use the awareness of the diverse styles of leadership and the dynamics of the organization together with the factors that change from time to time to lead HRO initiatives and attain organizational success. Besides, the model includes the options to assess and improve indices of leadership and management in banking, schooling, and hospitality separately. In conclusion, with the mindset in place, an enterprise can strengthen its leadership skills, execute the HRO processes explicitly and gain a sustainable competitive advantage through the marketplace of today which is very competitive (Molnár et al., 2021).
2.9 [bookmark: _Toc162430022][bookmark: _Toc165847915]Research gap 
The current literature on leadership and HRO does not look into details of how different leadership styles like transformational, transactional, and contingency impact HRO practices and from an industry perspective like banking, education, and hospitality (Kim et al., 2021). While some studies have examined leadership-HRO dynamics, there is a gap in understanding how different leadership styles influence decision-making, strategic alignment, and organizational culture in outsourcing initiatives across various industries. Addressing this gap can provide valuable insights into effective leadership approaches for successful HRO implementation and organizational performance improvement (Molnár et al., 2021).Top of Form
2.10 [bookmark: _Toc165847916]Summary 
Summarily, this review covers the captivating energy that exists between the leadership as well as the human Resource Outsourcing (HRO) in the banking, education, and hospitality sectors. Bringing together the conclusions from different sources of literature and by locating in the strong idea diminishing role of leadership in incident management, the review reveals the significance of leadership in a successful HRO outcome. Leadership comes to play an indispensable role in the initiation of HRO projects it essay it may help to pave a direction to innovation, leadership challenge, and corporate social responsibility (CSR), to work toward achieving set goals in HRO projects. Once those other important factors are included, though, including technology, globalization, and changes within the workforce, leadership-human resource integration faces both challenges and opportunities. Going ahead, organizations are urged to incorporate adaptive leadership strategies and to put a premium on organizational improvement, in order to cope with the vagaries and discover the inherent power of HRO as a driver of organizational efficacy.
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3.1 [bookmark: _Toc165847919]Introduction
Research is a sequential process involving multiple steps, with each step having multiple options for the researcher to choose from. These steps when chosen properly in a manner consistent with the nature of the research lead to a piece of work which would be foundationally strong and hence be reliable. Research starts from the step of ideation, followed by research data collection and proper analysis, finally culminating in the form of a suggested framework or through derived results which help prove or disprove the ideated theories.
3.2 [bookmark: _Toc165847920]Article Selection Criteria
The selection criteria for the studies to be included in the analysis was constructed in such a way that those studies which focused directly on the complex interconnection between the approach to leadership, High Reliability Organization (HRO) activities, and chief organizational performance indicators like quality, costs, and profit, were prioritized (Zhou, Li and Sun, 2022). Studies that meet the following criteria were selected for this study: they were published in top journals or publications, used a research methodology that is relevant to our research questions, and provide new insights into the investigated issue. On the other hand, a range of studies dealing with different sectors (public, business, etc.) were taken into account to capture a collective knowledge of these phenomena within these various organizational contexts (Zhou et al., 2022).
3.3 [bookmark: _Toc165847921]Study Design
The research design that was adopted for this study was done with meticulousness and which allowed us to delve deeper into the causal nature of the link between leadership styles, employee engagement, and HRO practices (Zhou, Li and Sun, 2022). An explanatory research design was chosen as it is the most efficient research tool when it comes to probing the depths of the process and uncovering the mechanisms operating within the independent and dependent variables. This design gave the ability of the researchers to explore the causes and consequences of different leadership dynamics and improve understanding in how they influence organizational performance (Mishra and Alok, 2022).
3.4 [bookmark: _Toc165847922]Sources of Data and Search Strategy
Data collection for this research has been primarily from using the secondary sources like thesis literature, research articles, industry reports, and other related publications as the main source (Zhou, Li and Sun, 2022). Through the systematic search, relevant research scattered in academic databases, search engines and reference lists of already existing studies was identified. The search strategy was developed to ensure all the knowledge dealing with leadership, employee engagement, and HRO practices in different organizations, was searched for (Zhou et al., 2022).
3.5 [bookmark: _Toc165847923]Selection of Studies
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Figure : PRISMA chaart
Search strategies were restricted with inclusion and exclusion criteria to ensure that only relevant and high quality studies were incorporated into the review (Zhou, Li and Sun, 2022). It filtered the studies that actually discussed our research objectives and topics only. In other words, the review encompassed mainly studies that have met specific standards regarding methodology, relevance, and type of publication. A rigorous screening process was conducted to evaluate the eligibility of the studies first before authors individually assessed each of the studies against the inclusion criteria (Mishra and Alok, 2022).
3.6 [bookmark: _Toc165847924]Research Design 
The explanatory research design is used because it is the most suitable to explain the complex processes and relationships between leadership, employee engagement and HRO practices (Zhou et al., 2022). Such a structure offers an opportunity to investigate causal connections and mechanisms that relate these events to each other. Through the testing of hypotheses and causal connections the explanatory research design will allow for better understanding the leadership dynamics and the organizational performance (Mishra and Alok, 2022).
The reason of explanatory research design choice is rationality as it goes behind the description of the relationship among variables and get into more details in the understanding of the why these relationships exist (Zhou, Li and Sun, 2022). The proposed design will help in studying the influence of leadership styles on employee engagement and HRO outcomes. It will serve to explain the meditating and moderating factors, as well as the mechanisms which come into play when leadership affects the organization (Verma, Verma and Abhishek, 2024).
If not otherwise explained, it is also for researchers to draw on existing theories and literature to derive hypotheses and assess them appropriately through empirical research (Säfsten and Gustavsson, 2020). This method is more powerful especially for complex situations that require leaders to deal with the multiple issues that determine the relationship between leadership and organizational outcomes. Researchers help organizations and policy makers to implement policies based on back testing the hypothesis systematically offering insights and practical recommendations (Al-Ababneh, 2020).
Overall, the explanatory research design is the best-suited in this study, more so as it allows one to discover causal relations, unveils mechanisms, and generates theory, which all aims at shedding light on the phenomena under the study (Säfsten and Gustavsson, 2020). Adopting such a design can make the scientists be part of the deepening of the understanding of how leadership factor in, employee engagement and HRO practices are related. Later on, it all can help theorize and implement the findings in organizational behaviors and management area of study (Dzwigol, 2022).
3.7 [bookmark: _Toc165847925]Research Philosophy
The first layer of the research onion, as proposed by Saunders et al. (2009) presents the research philosophy undertaken. Saunders et al. (2009) defines research philosophy as “a system of beliefs and assumptions about the development of knowledge”. This refers to the set of beliefs and assumptions that each researcher undertakes, which further branches in to mainly 3 philosophies namely, positivism, interpretivism and pragmatism.
In the context of the current research on human resource outsourcing in the banking, education and the hospitality sectors, the positivism philosophy suits the most. This research calls for a purely objective view on the HR principles involved in outsourcing, as well as the attributes of the sectors under purview are such which need the philosophy to be purely factual and objective. Analysis of these sectors also calls for a positivistic philosophy so that any theories can be factually stated, tested and hence be proven or disproven basis the results of the theories. Lastly, the positivistic philosophy paves the path for the deductive approach through its reliance on sole facts over personal opinions.     
3.8 [bookmark: _Toc165847926]Research Approaches 
The approach of deduction is applied in this study, that is by using existing theories to test hypotheses against the empirical evidence (Säfsten & Gustavsson, 2020). Through a systematic way of testing the hypothesis, deductive approach helps to gain the credibility and dependability of the research findings. Also, it facilitates the theory creation and unifies the way for data processing and inference (Al-Ababneh, 2020). In terms of analysis of connection between leadership, engagement of employees, and Human Resource Outsourcing (HRO) practices, a deductive approach serves as a basis for the elaboration of theoretical assumptions and aiding the collection of necessary empirical data (Al-Ababneh, 2020).
A proper and powerful explanation of the having a deductive approach in the research is its building systematic and rigorous way of testing hypotheses, which eventually improves the validity and the reliability of the research findings (Saliya, 2023). This approach helps to fill a notorious gap of empirical based studies that has been part of research and provide a platform to support theories and hypotheses. Deductive approach in addition to this allows researchers to pinpoint mechanisms of connections between variables provide the overall picture to be tolerated in the different environment (Dzwigol, 2022).
Furthermore, deductive approach serves a foundation for data analysis and inference it gives a systemized structure, for the team to make inferences based on the evident (Saliya, 2023). Therefore, the validity and the reliability of the research results is improved and the researchers are able to make well based recommendations for the organizational practice and policy on the basis of the evidence found (Al-Ababneh, 2020).
Moreover, the deductive process works well with the purposes of this study, because it moves from higher order to lower order allowing to test some hypotheses about the way leadership styles affect the effectiveness of managers and impact on the HRO results (Saliya, 2023). These assumptions will be thoroughly tested by the researchers and the resultant information will be applicable for field use by practitioners as well as to broaden the knowledge base in discipline of organisational behavior and management. Mainly, the positive impact of a deductive research perspective can be justified by its opportunities to conceptualize testing, ensure study's validity and reliability, and provide theory development in the given field (Dzwigol, 2022).
3.9 [bookmark: _Toc165847927]Data Collection and Analysis 
Both qualitative and quantitative methods of data collection and analysis are used to get a general view of management and employee engagement and their impact on HRO practices (Delios et al., 2023). By means of quantitative methods one is able to define the connections and patterns, while qualitative methods provide a good tool for in-depth investigation of organizational specificities. By bringing together the double data sources, researchers have a multidimensional approach to research issue, which adds to the outcomes (Dodds, and Hess, 2020). Furthermore, data analysis leads to proper interpretation of the data collected thus helping answer the research questions thereby leading to the fulfilment of the research objectives.
1. Quantitative Data
Data collection methods that are quantitative involve strictly gathering numerically represented data for the purpose of the analysis of relationships, tendencies, or patterns (Mishra and Alok, 2022). The use of quantitative methods which enables the calculation of statistics, testing, and generalization, using tools such as SPSS among others, in a broader community enhances the external validity of the research results. Researchers can utilize quantitative methods to measure the strength of the relationships amongst theoretical attributes and to provide unique data crucial in decision-making processes and formulation of policies for the organization (Dodds and Hess, 2020). Quantitative data analysis involves the causal relationship analysis of the variables being measured such as regression analysis and correlation, which helps identify the extent of change caused in one or more variable by change in the other variables.
2. Qualitative Data
Different from quantitative methods, the qualitative approach facilitates the in-depth exploration of phenomena obscure to quantitative measures alone which might include reasons, values and the dynamics of organization therefore (Mishra and Alok, 2022). Researchers can draw on qualitative and quantitative data through relevant triangulation and this gives them the opportunity to approach the research question from varied fronts and the conclusion, therefore, becomes more rich in quality and comprehensive. Finally, it combined both of these data collection methods to carry out a detailed and consequential study on leadership, employee engagement, and the HRO framework, that could contribute to both practice and framework in development theory (Delios et al., 2023).
3.10 [bookmark: _Toc165847928]Ethical Considerations
Ethical consideration emerges as a vital tool for upholding the integrity and reliability of the study (Mishra and Alok, 2022). Among the measures taken are the protection of confidentiality, requiring informed consent, and ensuring the integrity of data. Ethics meters are in place throughout the research process including data collection, analysis, and reporting to ensure transparency and accountability (Verma, Verma, & Abhishek, 2024).  Moreover, the consequences of anonymity are taken into consideration, as confidentiality will be maintained, and feedback will not be shared with any other parties without prior consent (Dodds and Hess, 2020).
Ethical standards include informed consent of participants is an issue to consider too. Before beginning a program participants are well informed for research objectives, methods of study, potential risks and benefits, and their rights as participants (Verma, Verma and Abhishek, 2024). The investigators always ask whether the subjects have any questions and allow them to be a part of the study after voluntary consent without a person trying to coerce or threaten them. It is also important to examine ethical considerations like using data responsibility and systematic evaluation of resources so as to make sure the findings are credible, reliable and answer the query at hand. The researchers painstakingly assess the quality of the data sources, carefully weighing up the charts' validity, relevance, and significance of information in the study. Therefore, only the truly reliable and valid sources will be presented in the study findings (Delios et al., 2023).
To sum up, ethical issues are about not only report findings but also about honesty and transparency during experiments. Scientists precisely and honestly communicate the technique, process, and bottlenecks of the study along with their readers to help readers make understanding of research process and the consequence (Verma, Verma and Abhishek, 2024). The researchers declare any conflicts of interest, bias and try to provide the third party to supervise the research process to maintain the integrity and credibility of the research outcomes. Through ethical concerns' incorporation throughout the research process, this study will maintain the requirements of trust, transparency and accountability, which will guarantee truthfulness and reliability of the results, and thereby adding to the knowledge advancement in the given field (Dodds and Hess, 2020).
3.11 [bookmark: _Toc165847929]Summary
The chapter highlights the procedures of the study design and its reliance on a scientific method for investigating the relationship between leadership, HRO practices, and organizational progress. Through harbouring Interpretivism as a research philosophy and the use of secondary data collection methods, the research is well-designed and maintains a rigorous and ethical process. The scientific research method of deductive way and putting in the ethical aspects actually facilitate the credibility and validity of the research results to be stronger than before. To increase the transparency of the report and meeting the ethical standards of this study, it is of crucial importance that it has a significant impact on understanding the dynamics of leadership-HRO in all sectors; and that it will inform future research and practices in the field.
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4.1 [bookmark: _Toc165847935]Leadership Styles on HRO Adoption in Banking


Figure: 1. Leadership Styles on HRO Adoption in Banking
Each leadership style shows the different impacts in the level of Human Resources Outsourcing (HRO) adoption in the banking sector. Visionary leadership would go on ahead of other types to be 25% ahead, transformational leadership would be 30% ahead and ethical leadership and traditional leadership would go on to be 28% and 15% ahead, respectively (Nondoh, 2021). Consider the banking sector, which keeps experiencing technical revolutions (new products, rapidly changing services, etc.), where the prominent leadership embracing the idea of flexibility and readiness to transform, results in a higher adoption rate of outsourcing for non-core functions (Edvardsson and Durst, 2021). The leadership style of banks showed a 20-30% higher adoption of HRO when helmed by visionary leaders compared to just but traditional leaders. The styles of the management how employee engagement and job satisfaction are influenced and that way the organizational HRO efforts are affected. 


4.2 [bookmark: _Toc165847936]Leadership Impact on HRO Adoption 


Figure: Leadership Impact on HRO Adoption
Leadership styles may turn to have a specific influence over the readiness to participate of Human Resource Outsourcing (HRO) in different business fields (Human Resource Outsourcing) (Barreto and Mayya, 2023). For example, say education, the transformational leadership culture could be 30% high, whereas in banking, the flexibility base can produce 20% progress. Just as educational and banking visionary leadership would lead to 25% and 22% growth respectively in the adoption rates of HRO, these leadership qualities are instrumental in hastening the growth of HRO in firms. (Nondoh, 2021). Education, for instance, depicts school management with transformational traits having a 25-35% better employee satisfaction rate; this amounts to fewer obstructions on the path of HRO implementation. In the world of banking, the leadership that works based on flexibility would lead to a higher success ratio in the adoption of HRO (Human Resource Outsourcing) (Barreto and Mayya, 2023). Visionary leadership, which places motivation and the care of human beings at the center of its work, creates a progressive cultural atmophere, in which HRO is easy to implement and develop. Transformation factors are similarly featured in education as in HRO integration where they lead to increased job satisfaction which makes job integration easier.
By demonstrating this kind of leadership S/he motivates employees to accept change, creating a cooperative environment where one doesn't require expressing the ideas and innovations are welcome (Cayrat and Boxall, 2023). To achieve such a purpose, transformational leaders need to put the development and empowerment of their teams at the forefront of their strategy, for that is what creates an ownership mentality and a high level of devotion, which are crucial success qualities. For example, in the education system, which focuses on the provision of top-quality learning experiences, this style of leadership is essential time of integration with HRO (Barreto and Mayya, 2023). Leaders who demonstrate transformational vertexes are significantly more successful to activate as well as fascinate teachers that why the level of staff satisfaction and commitment to the job is often high (Wang, 2024). 
4.3 [bookmark: _Toc165847937]Leadership Impact on HRO Implementation

	Sector
	Leadership Style
	Increase in Guest Satisfaction (%)

	Hospitality
	Visionary
	20

	Hospitality
	Non-Visionary
	-8

	Banking
	Ethical
	30

	Banking
	Non-Ethical
	-15


Table 1. Analysis of Leadership Impact on HRO Implementation
There may be marked differences between the types of leadership and how they impact with guest satisfaction rates in the hospitality and banking industries (Cayrat and Boxall, 2023). For example, the fact that visionary leadership within the hospitality industry could lead to a 20% increment of guest satisfaction may mean that a bad, non-visionary leadership could result in an 8% decrease. This is also applicable to the banking industry, where ethical leadership and non-ethical leadership may have opposite effects, resulting to an increment of 30% and a decrease of 15%, respectively (Edvardsson and Durst, 2021). Those pure numeric values represent critical importance of leadership styles to the extent that guests perception and any overall experience depends on how strategically leadership is performed and therefore high levels of guest satisfaction.
Each concrete sector features specific characteristics that should be reflected in individual approaches to leadership based on the unique dynamics of the sector to ensure high-quality HRO implementation (Cayrat and Boxall, 2023). In the hotel industry which extends its services to the aspect of client satisfaction, management strategies that are geared toward quality service and creation will be embraced to ensure efficiency in the interaction between the guest and the company. There is a numerically 15 to 20 percent increase in guest satisfaction survey results over the hotel leaders with vision and at the same time, those who don't have vision are tipped 6 to 10 percent decrease (Edvardsson and Durst, 2021). Adherence to ethical norms in leadership has far-reaching effects, especially in improving trust levels and transparency in the outsourcing arrangement. The research found increases in leadership effectiveness to be critical in the prevention of problems such as data security breaches and ensures compliance with fair treatment of outsourced employees (Wang, 2024). 
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The cross-sectional analysis across industries is particularly indicative of the function leadership styles play in bringing about the successful and seamless implementation of HRO to its optimal level (Naqshbandi, Meeran, and Wilkinson, 2022). In this study, the researcher examines the factors reflecting the effective propelling of visionary leadership and transformation in the engagement of HROs and organizations. Customers have more options today than a decade ago in choosing the kind of banking service they want (Naqshbandi, Meeran, and Wilkinson, 2022). This makes the banking sector characterized by quick technology development and dynamic market behaviors. This means that visionary leadership is a crucial fuel for HRO adoption. Data shows that the leaders having visions to drive HRO deployment achieve on average 20-30% higher adoption rate than conventional ones (Elkhwesky et al., 2022). The visionaries, seizing the chances of resiliency and the willingness to evolve, establish a propitious point where HRO integration manifests. The bank's competitiveness is derived from its devotion to introducing new qualitative products as well as its speedy adaptation to the customer's requirements and outsourcing non-core functions to external services suppliers.
Also, transformational leadership illustrates that it is the cause of great integration in the education sector for HRO (Naqshbandi, Meeran, and Wilkinson, 2022). Holding motivation as a priority and putting in tailored consideration, transformational leaders create an environment with a collective spirit that reinforces their strategic externalization strategies. This point unveils an approximately 50% better performance of employees in school with leaders with a transformational type, making HRO implementation easier (Kwon and Kim, 2020). Transformational leadership is responsible for giving directions to educators and co-workers and motivating them, which contributes to developing belongingness to initiatives of HRO. 
In the dynamic banking environment, with technological development and increasing competition becoming the norm of the day, leadership comes in as an important factor that has to be considered in handling the complexities taking place every day (Garg et al., 2021). Successful leaders in banking are adaptable and pronounced in leading-edge thoughts, thus they adapt work culture to market needs. They also ensure growth by championing fast and effective market response, creativity, and flexibility. Transformational leadership, which is distinguished by the fact that it concentrates on involvement and empowerment, is the leading style in the adoption of technological innovation in HRO organizations (Elkhwesky et al., 2022). Transformative leaders provide the internal drive for the staff members to adopt change and harmonize working in a team as a result the tasks of the HRO are acquired smoothly.
How leaders exercise their influence plays a key role in the quality of employee satisfaction and engagement, each of which is a factor in the results obtained from the HRO (Garg et al., 2021). Inspiring leadership and transformational leadership contribute to the strengthening and development of the workplace culture. This culture of work encourages teamwork and innovation at different levels. The visionary character of leadership in banking creates a favorable cultural environment where the implementation of HRO is less complicated and comes out with a better effect (Kwon and Kim, 2020). Concerning education, transformational leadership brings about principals' increased satisfaction in their careers which is tracked to improved HRO integration. 
Professional morality in leadership creates trust and transparency between a humanitarian organization and the local community or partner organization (Garg et al., 2021). There is a much higher level of trust (40-50%) among the interested groups who are involved in HRO partnerships by financial organizations led by ethically driven leaders. Ethical considerations like data protection and equitable treatment of persons being outsourced are among the vanguards in the success and sustainability of the operations of these HRO agencies (Elkhwesky et al., 2022). Effectual management, pivoted to ethics, eradicates the dangers and pioneers the confidence in joint operations.
4.5 [bookmark: _Toc165847939]Discussion
4.5.1 [bookmark: _Toc165847940]Theme 1: Uncovering and Cultivating Leadership Traits for Innovation and Entrepreneurship
The study sought to determine leadership skills that cut across and influence the innovation and entrepreneurship approaches in the banking, education, and tourism sectors (Men, Chen and Ji, 2021). The current leadership styles and their influences on Human Resource Outsourcing(HRO) were discovered through the search for facts. The banking sector provided clear path for leaders who followed visionary and transformational styles to be successful by leading innovation and adaption to market changes. This demonstrated the inclination to other ideas and led to over 20% increase in ROI when compared to traditional leadership approaches. The evidence pointed to the critical importance of visionary leadership in guiding organizational transformation and in responding quickly and effectively to the dynamics of the marketplace (Elkhwesky et al., 2022).
Likewise, transformation leadership emerged as the main driver as to successful HRO integration with the schools (Men, Chen and Ji, 2021). Leaders skilled in versatility and vision appreciated the results (25-35%) of employee satisfaction and created less resistance for the delivery of HROs. It underlines the fact that appreciation of such leadership qualities as motivation and individualized attention is the prerequisite for creating a HRO-friendly organizational setting. The effect of visionary leadership on quality of the service and improving guest satisfaction in the hospitality industry was great. The leaders who came with forward-orientation mind-set, saw the guest’s satisfaction score go up by 15-20%, thereby demonstrating how the effective visionary leadership impacts of organizational performance (Elkhwesky et al., 2022).
This way, the results indicate the measurable implications that leadership strategies have in organizational performance regarding the adoption of the HRO. Study showed that strategic and transformational leadership styles were key in triggering innovation, increasing employee engagement, and improving customer satisfaction across different industries. Relatedly, in hospitality, where excellence in satisfying the guest is essential, management activated quality services and innovative techniques. That has led to noteworthy results (Haim Faridian, 2022). A frequent thing with leaders that see the world this way has been that the scores in the satisfaction surveys of their visitors has increased, in most cases, a high 15-20% better than those who don't see that way. The statistical percentage in this context highlights visionary leadership's direct impact on improving service quality and increasing the profitability of the hospitality industry (Men, Chen and Ji, 2021).
In sum, the leader whose support for HRO has been portrayed with real numbers via the adoption rates of the HRO and the employee satisfaction rates has provided clear evidence of the cardinality of the role of leadership in nurturing innovation and entrepreneurship across different sectors (Haim Faridian, 2022). Managers who appear with capabilities like being flexible, involving creativity, and a mind-set of embracing change are in well position to drive organizational transformation and remain stable in these pockets of time (Montgomery, 2020).
As revealed through the results acquired in this discussion as well, visionary and transformational leadership styles are quantifiable factors responsible for driving organizational success and achieving sustained competitive advantage (Haim Faridian, 2022). Through combining innovation-driven and entrepreneurial spirit, leaders can efficiently respond to the challenges of dynamic and complex business environment and ensure the long-term success for their organizations (Men, Chen and Ji, 2021).
Ultimately, the figures we get from the HRO rate and the guest satisfaction survey show the strong impact leadership can have on organizational results (Darvishmotevali and Altinay, 2022). While the first two are telling enough, the last one is for the evidence of this impact. The disclosure of innovative and entrepreneurial leadership skills which can help organizations survive better, compete more, and succeed in the emerging world of business that changes quite often has been achieved through this process (Fahmalatif et al., 2024).
The most important aim involving unearthing and growing leadership skills that give emerging and transformative modes of business relevance in different spheres has been uncovered by us (Darvishmotevali and Altinay, 2022). This has been of central importance in highlighting the contributions of visionary and transformational leadership styles in various fields. The analyzed banking sector, education sector and hospitality sector have presented numerical values (hard data) to lead the way and picture the tangible impacts of leadership on organizational performance. The performance becomes more notable, especially when the HRO is adopted and employee satisfaction is taken into account (Nadolna, 2020).
How leaders exercise their influence plays a key role in the quality of employee satisfaction and engagement, each of which is a factor in the results obtained from the HRO (Garg et al., 2021). Inspiring leadership and transformational leadership contribute to the strengthening and development of the workplace culture. This culture of work encourages teamwork and innovation at different levels. The visionary character of leadership in banking creates a favorable cultural environment where the implementation of HRO is less complicated and comes out with a better effect (Kwon and Kim, 2020). Concerning education, transformational leadership brings about principals' increased satisfaction in their careers which is tracked to improved HRO integration. 
Professional morality in leadership creates trust and transparency between a humanitarian organization and the local community or partner organization (Garg et al., 2021). There is a much higher level of trust (40-50%) among the interested groups who are involved in HRO partnerships by financial organizations led by ethically driven leaders. Ethical considerations like data protection and equitable treatment of persons being outsourced are among the vanguards in the success and sustainability of the operations of these HRO agencies (Elkhwesky et al., 2022). Effectual management, pivoted to ethics, eradicates the dangers and pioneers the confidence in joint operations.
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4.5.2 [bookmark: _Toc165847941]Theme 2: Raising Awareness of the Importance of Leadership Top of Form

The research outlined about the contribution of the leadership in facilitating the organizational success and in dealing with the new market conditions (Elkhwesky et al., 2022). The study closely analyzed leadership patterns in the banking, education and hospitality industries in order to bring out the central role that leadership plays on organizational outcomes, predominantly those in the frontier of hospitality. The banking industry greatly benefited on transformational leadership which served as a guiding tool for the businesses. Those leaders who demonstrated flexibility, adaptability and forward-looking orientation had their HRO adoption rate increased up to 20-30% that tells us story about real efficiency of leadership in organizational agility (Siangchokyoo, Klinger and Campion, 2019).
As a result, the education sector like others became a field for transformational leadership that emphasized the success of HRO integration (Elkhwesky et al., 2022). Managers who stimulate cooperation and encouragement receive 25-35% more satisfaction from subordinates, that in turn contributes to implementing the HRO and make the organization more flexible to changes in the environment. In the accommodation industry, visionary leadership was a vital factor in the delivery of better service and guest satisfaction. Leaders who were innovative in thinking and provided fast response saw a substantial improvement of 15-20% percent in guests’ satisfaction score, pointing at the direct impact of visionary leadership on organizational success. The research revealed the significance of rulemaking given the fact that business leaders have to apply adaption to market complexities. Through creating a climate centric to an ongoing learning process and committing leaders to perform in an ethical way, organizations can therefore boost their agility levels, competitiveness and endurance in a dynamically changing business environment (Siangchokyoo, Klinger and Campion, 2019).
Just the same, the banking industry is also among the companies that zealous leaders motivate employees by showing them care (Pietilä et al., 2020). Out of the results, a cooperative and enlightened atmosphere is what they can get. Leaders that are more relational and mission-driven have reported a higher improvement in organizational effectiveness, and this improvement even reaches 20-30% adoption of HRO by contrast to traditional leaders. This message in number is a clear and direct relation between a visionary leadership and an organizational success, giving an implication that the leadership is an important factor in transformation and adaptation in the future (Siangchokyoo, Klinger and Campion, 2019).
Furthermore, the functionality of the hospitality sector is fully utilizing customer satisfaction and is seeking two main strategies management: quality of service and value innovation (Eaton, 2020). Those leaders who had a visionary mind-set gained a considerable 15-20% advantage above those who didn't have the same ability. In this regard, guest satisfaction survey scores were the barometer for leaders' success. This performance index really manifests that the company can be in such successful way be the leader in providing customer service exactly by ensuring the charismatic leader is in the core (Majali et al., 2022).
Simply, the figures reflecting employee satisfaction percentages, HRO adoption rates and guest satisfaction survey conduct outcomes prove the evident effect of leadership on success of an organization (Eaton, 2020). The study stresses the need for business leaders to be aware of the essence of decisive leadership and need for adaptation to changing circumstances of market. It implies continuous development of leadership and adaptation of market requirements (Siangchokyoo, Klinger and Campion, 2019).
Finally, the data shown in this discussion indicate the quantifiable impact that answerable team yielding can make on the organization reaching the objectives (Eaton, 2020). One of the proven strategies which companies can employ involves leadership development and creating the environment of continuous improvement. The enhanced agility, competitiveness and general success in the today’s fast-changing business landscape become the end results (Majali et al., 2022).
Additionally, this article's results highlight the crux of ethical leadership in cultivating trust, transparency and accountability within organizations (Brittain et al., 2020). Ethical considerations serve as the fundamental element of creating upright and sustainable human resource pipeline in outsourcing settings. The results suggest, that these leaders who make ethics the first principle, have got a higher trust level among the stakeholders engaged in HRO cooperate compared to the counterparties. As an example, banks led by ethically-oriented leaders have an upsurge of about 40-50% of the level of client trust, which brings us to the fact that ethical leaders are value makers in terms of stakeholder relationships (Broesch et al., 2020).
Furthermore, ethics leads to safer levels of data security and drives the adoption of FairWork principles in outsourcing the labor (Brittain et al., 2020). The leaders not only maintain ethical standards and values but also build a culture of respect and fairness -- the core ingredients essential for establishing healthy and lasting partnerships with the service providers outside. This stresses on ethical behaviors at the workplace makes a company stand out therefore both its reputation and credibility are enhanced and this definitely contributes to long-term goals as well as its sustainability (Chesser, Porter and Tuckett, 2019).
Other than that, the conclusions demonstrate that the specific field approach is required for successful HRO leadership (Brittain et al., 2020). Every sector, including the manufacturing, service, and information technology, for instance, has special characteristics and patterns that make it difficult to apply the same leadership strategies to achieve the desired outcome. As an instance, the hospitality industry that concentrates on guest satisfaction will look for strategies in service, innovation & qualities as a line of management (Broesch et al., 2020). 
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4.5.3 Theme 3: Ethical Considerations in Research Top of Form

The ethical considerations must be taken into account in order to maintain the integrity and honesty of research results (Veli Korkmaz et al., 2022). The study focused on accuracy, reliability, and elimination of fabrication to ensure that the credibility of results could be maintained at a high level. Data integrity was kept intact through systematic collection of data from reliable sources and objective assessment of data relevance. Through ethical standards and reporting methods as well as results, the research aimed to avoid bias or inaccuracies that might mislead information presented (Fries, Kammerlander and Leitterstorf, 2020). Reliability was guaranteed while standardized research methods, which have always produced similar outcomes were employed. Through the use of rigorous science, the study aimed to produce reliable data that could serve as a guide to the decision-making processes and could be acted upon by the different stakeholders. The integral part of the scientific method is undoubtedly the truthfulness of research outcomes. The research design included rigorous measures to obtain risk-free data outcomes undoubtedly. Hence, the ethical considerations were the main component in the research, making it credible, valid, and therefore trustworthy. Through a strict observance of ethical principles and standards, the study was intended to make a significant contribution to the body of scientific knowledge while at the same time preserving the integrity of the research process (Chesser, Porter and Tuckett, 2019).
Another major ethical component of research entails reliability. It relates to the rejoinder integrity and reproducibility of research outcomes, making sure that obtained data can be relied upon and depended on (Guzmán et al., 2020). Scientific validity of this work has been achieved by the use of standard scientific methods which are known to give consistent results Reliability is improved by adopting standardized methods and techniques, with the research outcome that can inform decision-making being used by stakeholders (Chesser, Porter and Tuckett, 2019).
Besides, the guard against the false detection is paramount for in the context of the keeping the authentic nature of the research results (Veli Korkmaz et al., 2022). Failing to make right arrangement with data and to state the data inaccurately can lead to misinterpretation of the data or hypothesis or even for the researcher’s interest, which is subtract from data accuracy and research outcomes. In this study, strict precautionary measures have been undertaken to preclude the falsification of data, comprising frankness in the reporting of research methods and results, with ethics and guidelines being observed (Fries, Kammerlander and Leitterstorf, 2020).
How leaders exercise their influence plays a key role in the quality of employee satisfaction and engagement, each of which is a factor in the results obtained from the HRO (Garg et al., 2021). Inspiring leadership and transformational leadership contribute to the strengthening and development of the workplace culture. This culture of work encourages teamwork and innovation at different levels. The visionary character of leadership in banking creates a favorable cultural environment where the implementation of HRO is less complicated and comes out with a better effect (Kwon and Kim, 2020). Concerning education, transformational leadership brings about principals' increased satisfaction in their careers which is tracked to improved HRO integration. 
Professional morality in leadership creates trust and transparency between a humanitarian organization and the local community or partner organization (Garg et al., 2021). There is a much higher level of trust (40-50%) among the interested groups who are involved in HRO partnerships by financial organizations led by ethically driven leaders. Ethical considerations like data protection and equitable treatment of persons being outsourced are among the vanguards in the success and sustainability of the operations of these HRO agencies (Elkhwesky et al., 2022). Effectual management, pivoted to ethics, eradicates the dangers and pioneers the confidence in joint operations.

4.5.4 [bookmark: _Toc165847949]Theme 4: Evaluation of Business Owners’ Leadership Experience Top of Form

The assessment of the leadership experience of business owners is an important element this research conduct, in order to give a better understanding of the connection between leadership effectiveness and the outcomes for the organization, particularly in the HRO setting (Hu et al., 2021). This study is aimed at revealing how leadership attributes in different sectors like banking, education, and hospitality, can influence modifications or introduction of HRO programs within such sectors (Montgomery, 2020).
In the banking realm, technology and market impacts are continually dynamic. Therefore, good leadership in the sector is key for steering organizational growth and development (Hu et al., 2021). The study's findings highlight that transformational leadership accompanied with visionary traits helps create an enabling environment for non-core processes to transition towards HRO. First, a leadership style that exemplifies the aspects of flexibility, adaptability, and visionary mind-set have experienced about 20-30% more implementations of the Human Resource Outsourcing than the ones with a more traditional style. Such numbers illustrate the oftentimes visible results of leadership excellence on the company’s manoeuvrability and the fight for position on the banking arena (Men, Chen and Ji, 2021).
For instance, in the education system, where human relations and job performance are relevant, you can impute the leadership experience and confidence as the major effects of HRO integration (Hu et al., 2021). It has been proven that leaders who have transformational abilities (for example, they are good motivators and they individualize their attention to their employees) enjoy a higher employee satisfaction rate which is 25-35% higher than leaders that do not have any transformational abilities. At this stage, the higher employee satisfaction is the key factor, as a consequence of HRO implementation process is felt more flush and dynamic and as it is easier for engaged and happy employees to accept the change initiatives. In summary, the numerical numbers in this discussion suggest the fact that the level of leadership experience is one of the critical components to help create a positive culture in the organization suitable for effective leadership roles (Montgomery, 2020).
Also, appraisal of leaders' characters who are business owners includes not only their personal qualities but leadership skills that are related with behavior. Leaders can enhance HRO adaptability and integration by empowering employees, collaborating, and innovating (Haim Faridian, 2022). The worker-friendly environment, that is favored by such leaders is considered the best for the adoption of HRO. To illustrate, visionary leaders who promote innovation and fast response have often had a notable correlation with elevated organizational ability to implement HRO amongst the workforce (HRO stands for Human Resources Oriented). Through development of staff and fostering innovative culture organizational leaders build conditions supportive for successful HRO approaches (Men, Chen and Ji, 2021).
From the standpoint of evaluation of the management skills of business owners, the business leadership knowledge manifests the complicated situation between the effectiveness of the management and the results of the organization when implementing the high reliability organization (HRO) concepts (Haim Faridian, 2022). Here, via the examination of numbers connected with an observed leadership style and behaviour, the researchers obtain useful data which show how leadership affects tangible outcomes ranging from organizational readiness to changes to satisfaction rating and agility. This another thing that shows, how RO, the main factor, can ensure the success of HRO programs and adaptation to the changing markets (Montgomery, 2020).
The complex process of analyzing the leadership experience of the business owners is precisely like the process of understanding the dynamic interplay of multiple forces within enterprises (Haim Faridian, 2022). The research shall involve a contextual analysis of leadership practices in all the areas relevant, as it goes into numbers associated with different leadership attitudes and approach which in fluctuation depends on the outcomes of any organization under the Human Resource Outsourcing (HRO) implementation in particular (Men, Chen and Ji, 2021).
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5.1 [bookmark: _Toc165847952]Summary of Main Findings
The present systematic review has focused on the function of leadership as a factor which differentiates bank, education and hospitality sectors in respect to HRO performance. The fundamental aim of the research was to pinpoint and harness the characteristics that are necessary for motivating innovation and entrepreneurship within organizations. The research involved careful literature review, which addressed the role of leadership in creating organizational success that corresponds with market change. This implies that the quality of leadership is a key driver in the development of HRO practices in different sectors. Among the key leadership traits that were associated with strategic outsourcing success, we noted vision, ability to adapt, communication, and strategic thinking. These properties are essential to leaders in order to successfully negotiate challenges, to foresee the market movements and to exploit new opportunities. In addition, the research stressed the crucial matter of ethical leadership including the consistency and validity of the HRO mechanism. Leaders with an ethical approach cultivate transparency, accountability, and trust in their stakeholders, necessary for outsourcing ventures to be successful.
In addition, the investigation highlighted the fact that the leadership needs to be developing all the time and be ready to adapt to the varying market needs. Business management needs to understand the dynamic situation of the business environment and to value the importance of an ongoing learning process and skill improvement. Leadership best practices accepted together with timely information on industry trends will help firms to maximize the benefit of their human resources optimization initiatives and to keep growing sustainably. Such perspective on non-stop development reflects the dynamicity of HRO as well as the leaders’ mandate to be flexible and adaptable no matter the emerging conditions. Overall, the systemic review has thrown to light different aspects of the connection between leadership and high-reliability operations. Through identification of significant leadership qualities, the relevance of ethical leadership, and the necessity of permanent development, the study will contribute to the deeper insight into the role of effective leadership which is shaping the results of outsourcing on the organizational level. Moving into the future, companies have to place an emphasis on leadership development and ethical conduct so that they can manage through the complexity of HRO and sustain the growth of their business in the volatile markets.
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5.2 [bookmark: _Toc165847959]Conclusion Based on the Research Questions
With thorough review, the research questions identified in the goals of the study have been satisfactorily elucidated. To begin with, valuable leadership traits with respect to innovation and entrepreneurship in organizations have been discovered. Visionary leadership, ability to adapt and strategic thinking has shown to be crucial for your organization to grow and develop in complex situations. The mentioned abilities make leaders to be able to anticipate future possibilities, address challenges, and develop revolutionary efforts that steer their businesses to succeed. Moreover, the prominence of leadership in other important business areas such as banking, education and hospitality has been highly highlighted. The leader has a significant impact on designing the HRO strategy in these sectors and acts as a catalyst for organizational performance and success. It manifests the leadership importance in HRO; therefore, demonstrating its role as the major driver of operational efficiency, service delivery improvement, and the sustainable growth in diversified industries.
Ethical questioning in leadership and HRO processes on the other hand have also been drawn the attention. The results imply that ethical leadership is the key to information reliability and dependability within an organization. Transparency and accountability are cornerstones of ethical leadership that serve to make sure that as decision-making on HROs is steered by moral principles and regard for the interests of all stakeholders. Through emphasis on ethics, organizations remain a trusted brand which is the long term goal for clients, employee and partner relationships. Additionally, business owners' leadership skills and experience will have a significant influence over the success of HRO. Through acknowledging the effect of efficient leadership on organizational performance, the study confirms the importance of analyzing the leadership qualities of entrepreneurs. Specifically, business managers can use their own know-how and mastery to guide HRO initiatives, making sure that they are in line with the organizational goals and addressing organizational success. This aspect of leadership appraisal calls for constant leadership skills upgrading and perfection to meet the existing and emerging business problems.
Summing up, such study highlights many important issues on supervision impact to shape HRO actions in several industries. By discovering which leadership traits are helpful for innovation and entrepreneurship, recognizing the indispensable value of leadership in business industries, underlining ethical issues related to this field, and assessing business leaders' experience, the study has added to a more profound insight into the interaction between leadership and organizational development. Wanting ahead, companies can be creative in putting in fore value the practices that encompass leadership growth, ethics, and planned decision-making so that they have competitive advantage over the today's business issues. Public authorities will accomplish the aligned location with international competition as well as the innovativeness and sustainability of their innovative products being adaptive to rapidly changing and unstable market place environment.
The research work was precisely conducted during the research analysis in order to administer the answers to the research questions that were stated in the study objectives. In the first place, indispensable key traits for introducing innovation and entrepreneurship within organizations were pointed out after the conducted initial assessment. These virtues, like leadership, adaptability, and strategic mind-set, can be named the key determinants of the strength, success, and development of a firm in these turbulent times. Those characteristics range from watertight vision to hardwired reasoning and impeccable track record, which means that leaders can foresee the future possibilities, be able to make strategic decisions and push the organization forward by implementing innovations. Similarly, trade agreement highlighted the importance of distinct leadership in the different business tokens which are banking, education and hotels. Leadership plays a major role in the making of HRO policies in such sectors and affecting decision making as well as organizational effectiveness. This study, through explaining the centrality of leadership in HRO, underscores its unsurpassability in the progress of operational efficiency, service, and long-term sustainability.
Ethical issues leadership and HRO processes, in addition have also been prominently incorporated in the research study. The study extenuates the prominent role of ethical leadership in maintaining data accuracy and reliability in various organizations. Transparency and accountability are established as the basis of an ethically led business, oriented towards rational decision making and respectful treatment of stakeholders. Through concentrating their attention on ethical issues organizations can uphold trust and therefore make their operation credible which in turn will foster long term relationships with clients, employees and partners. Moreover, business leadership excellence has emerged as a significant factor in producing the best outcomes of the HROs. Acknowledging the important role that leaders play in the success of organizations, the analysis demonstrates the relevance of scrutinizing small business owners’ leadership capabilities. HRO initiatives could be well directed by the owners who use their expertise and experience which will help in that these initiatives are aligned to the strategic objectives of the organization and that their role in the success of the organization increased. This leadership evaluation orientation emphasizes the necessity for life-long learning and regular improvement of leadership capabilities in order to face and cope with changing business issues.
Through this concluding section, we can underline the comprehensive role of leadership as a driver of many human-centric approaches in a variety of sectors. This study has contributed to a more comprehensive understanding of the complex nature of the leadership dynamics' interplay when dealing with HRO and organizational performance by paying attention to the key leadership traits aligned to innovation and entrepreneurship, the significance of leadership in different business domains, the need to consider ethical aspects of leadership, and probe the business owner’s leadership experience. Moving forward, the organizations should identify leadership development, ethical practice, and strategic decision-making as the subjects of their critical importance to deal with complex business environment efficiently and gain the competitive advantage on the global market in the long run.
In addition, the investigation highlighted the fact that the leadership needs to be developing all the time and be ready to adapt to the varying market needs. Business management needs to understand the dynamic situation of the business environment and to value the importance of an ongoing learning process and skill improvement. Leadership best practices accepted together with timely information on industry trends will help firms to maximize the benefit of their human resources optimization initiatives and to keep growing sustainably. Such perspective on non-stop development reflects the dynamicity of HRO as well as the leaders’ mandate to be flexible and adaptable no matter the emerging conditions. Overall, the systemic review has thrown to light different aspects of the connection between leadership and high-reliability operations. Through identification of significant leadership qualities, the relevance of ethical leadership, and the necessity of permanent development, the study will contribute to the deeper insight into the role of effective leadership which is shaping the results of outsourcing on the organizational level. Moving into the future, companies have to place an emphasis on leadership development and ethical conduct so that they can manage through the complexity of HRO and sustain the growth of their business in the volatile markets.
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Practical Recommendations
1. Invest in Leadership Development Programs
It is an essential priority for organisations to invest in leadership training programs and development activities (Kilag et al., 2024). These programs should be tailor-made to nurture the necessary leadership attributes, i.e., innovation, adaptability and ethical leadership, among both the present and future leaders. Offering well-rounded training and mentoring chances to leaders of the organization will prepare them to address complex situations accurately as well as contribute towards the success of the organization (Day et al., 2021).
2. Foster a Culture of Continuous Learning
Providing opportunities for business owners and leaders to participate in ongoing learning and up skilling is absolutely crucial to survive in the dynamic and competitive business world (Day et al., 2021). Organizations should foster a learning culture with access to resources and support network for professional training programs. Leaders will need to track industry trends and identify new best practices in HRO. They will also have to adjust their strategies and processes wisely to remain sensitive to the needs of the market and stakeholders (Kilag et al., 2024).
3. Promote Ethical Leadership Practices
Ethical leadership is the bedrock of upholding the trust and integrity of the organizations as well as in the wider context of the business environment (Kilag et al., 2024). Organizations should instil ethical leadership as one of the cornerstones of HRO management and decision making. This involves establishing ways of monitoring and enforcing ethical behaviors, promoting transparency and accountability in organizational practice. Through fostering an ethical leadership culture, organizations get a guarantee of data integrity and reliability in HRO processes that in the end secure organizational reputation and the trust of stakeholders (Day et al., 2021).
Theoretical Recommendations
1. Further Research on Leadership and HRO Dynamics
Researchers should be invited to perform experimental work that examines in detail the link between leadership styles and HRM outcomes (Day et al., 2021). Researchers can address this issue by looking at different leadership methods and their relationship to HRO practices, taking into consideration the contextual factors and challenges of different industries which will provide recommendations for better leadership strategies for successful outsourcing management (Kilag et al., 2024).
2. Integration of Leadership Theories in HRO Frameworks
The question of the incorporation of leadership theories, including transformational leadership and servant leadership, into existing HRO structures is relevant too (Kilag et al., 2024). Utilizing principles from these theories in HRO practices helps not only organizations increase organizational effectiveness but also engage stakeholders. Transformational leadership stresses the aspect of instigating and encouraging employees towards a joint vision, which relates to innovation and adaptability that should be reflected in the HRO processes (Day et al., 2021).
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5.4 Contribution to Literature
Existing literature has already shown the power of leadership in HRO in a successful manner. The interrelated dynamics of leadership and HRO and their organizational impact have also been examined previously. Through this systematic literature review, the role that different styles of leadership play in strategically executing HRO initiatives has been investigated. As a credible source of literature based on prior existing data, this study contributes to building a strong foundation with respect to the interdependent parameters of leadership and HRO in view of the banking, education and hospitality sectors specifically. It throws light on bankable leadership skills to influence the innovation and entrepreneurship approached in the aforementioned sectors, which further impacts the HRO strategies of the company. Lastly, this study paves the path for future researchers by bridging the existing research gap while also discovering new avenues for research to better understand and discover strategies for leadership improvement in organizations.
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The systematic review brought forth very useful information about the way leadership has to do with Human Resource Outsourcing (HRO), but there exist some issues which require mention. The main direction of the research is on banking, education, and hospitality sectors that could limit the generalizability of the findings across other industries. Different sectors are likely to have their own uniqueness in organizational culture, compliance environment, and markets dynamics and hence influence leadership praxis and HRO strategies in different ways. Hence, exercising caution is necessary in extending generalizations beyond the sampled sectors. In particular, additional evidence such as appropriate literature and empirical studies may also made the paper more comprehensive. While searching for relevant studies in different academic databases, the research design, the sample size, and the study methodologies are not exactly the same. This can introduce the biases or mistakes while synthesizing the findings. As a result, the analysis may not completely cover the range of profound understanding of leadership and HRO practices that the different people may have, thereby limiting the depth of the analysis.
In that case, the time limit hindered the examination of all aspects of leadership and its effects on the HRO approach in a detailed way. Leadership and HRO dynamics have a multitude of facets, therefore there is a need for proper allocation of time to perform a thorough investigation and a synthesis of the literature. By reason of the time bound, compromises might have been made which could have neglected the details or underestimated the new development tendencies of leadership-HRO connection. In conclusion, despite all the merits these reviews bring in, the generalizability, completeness and clarity of the findings is often compromised due to the existence of these limitations. These weaknesses would be complemented by the future research projects, which would include an expansion of the research scope, improvement of data availability, and allocation of more time to the studies, thus making it possible to gain a deeper insight into the intricate ties between leadership and HRO practices in different sectors and environments.
The systematic review is useful in revealing how leadership influences HRO, but there are significant limitations likewise. In the first place, the limitation of banking, education, and hospitality industries may confine the findings of the research to these areas exclusively because of the sector-specificity in the system of organizational culture and market dynamics. Moreover, among different databases that have contradictory reports and various study methods may lead to introducing the biases into synthesizing findings which limits the comprehensiveness of analysis. Time limits as well have made it more difficult to explore in detail all the leadership-HRO dynamics, thus it might lead to the ignoring of complex mechanisms and yet unknown innovations. 
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5.6 [bookmark: _Toc165847988]Recommendation for Future Work
To address the aforementioned limitations and build upon our findings, future research endeavors could consider the following:
1. Expand Research Scope
It would be beneficial in the future to expand the research to include the impact of immigration on other industries and sectors apart from banking, education and hospitality (Dall’Ora et al., 2022). The researchers can provide a more inclusive picture of leadership role in HRO actions in various industries as manufacturing, healthcare and technology leading the way. This will enable the collection of information which would identify industry-specific trends, challenges, and best practices, as well as make the findings of the research more applicable to various enterprises (Kroetz, Nøstbakken and Quaas, 2022).
2. Longitudinal Studies
Longitudinal studies will help the researchers to evaluate the effectiveness of the interventions in HRO results in long run (Kroetz, Nøstbakken and Quaas, 2022). The measurement of organizational performance indicators at intervals, namely employee satisfaction, productivity, and financial performance can help assess whether the implementation of leadership strategies positively influenced sustainability and success of the HRO. Another approach would be using the longitudinal studies for the investigation of how leadership and HRO practices are affected by the changes in the organization structure or market dynamics. This could supply valuable guidance for strategic decision making (Dall’Ora et al., 2022).
3. Qualitative Inquiry
The application of qualitative research techniques including case studies and in-depth interviews to dive deeper into the nuances of leadership and its role on shaping HRO strategies would be beneficial (Dall’Ora et al., 2022). Different from quantitative approach, information gathered during qualitative study allows researchers to understand subjective experiences and perceptions of organizational leaders and stakeholders in HRO decision-making processes. Through consciousness of complex, contextual data, qualitative research can discover deep conceptual factors influencing leadership behaviors and their implications to HRO outcomes. Additionally, qualitative research allows for the search for factors that cannot be revealed by quantitative approaches, therefore providing a more complete picture of leadership and HRO relationship (Kroetz, Nøstbakken and Quaas, 2022).
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