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1. Introduction
The concept of transformational leadership has generated attention in the realm of organisational studies, particularly for its role in driving substantial and effective changes (Smith, 2023). Transformational leaders are characterised by their ability to inspire, motivate, and support their teams through periods of transition and innovation (Smith, 2023). This research proposal aims to investigate the impact of transformational leadership styles on organisational change within a specific Local Authority setting. 
1.1 Background and Rationale
Local Authorities, face continuous challenges that necessitate proactive and dynamic leadership approaches. Transformational leadership has proven to be a critical driver in developing a culture of innovation, adaptability, and resilience (Smith, 2023). By examining the transformational leadership within a specific Local Authority, this research seeks to understand how such a leadership style can effectively facilitate organisational change, enhance employee performance, and improve public service delivery.
1.2 Problem Definition
Despite the recognition of transformational leadership as a catalyst for effective organisational change, there is limited empirical research focused on its application within local government settings, particularly in the United Kingdom. Local Authorities are under increasing pressure to adapt to rapidly changing socio-economic conditions, deliver higher quality public services, and manage limited resources efficiently. However, the extent to which transformational leadership practices can address these challenges and facilitate successful organisational change within this context remains underexplored. This research aims to address this gap by providing a comprehensive analysis of the impact of transformational leadership on organisational change within a Local Authority setting, examining how such leadership influences employee engagement, innovation, and performance (Bass & Riggio, 2006; Avolio & Yamarino, 2013; Northouse, 2018; Smith, 2023). By doing so, it seeks to identify the key factors that contribute to the successful implementation of transformational leadership in a Local Authority context. 
1.3 Research Aim 
The aim of this research proposal is to investigate the impact of transformational leadership styles on organisational change within a specific local authority setting. This investigation will focus on various dimensions of transformational leadership, including how this leadership style influences the pace and nature of change initiatives within the council. It will explore the ways in which transformational leaders communicate their vision, develop an environment conducive to innovation, and support their teams throughout the change process (Smith, 2023). Additionally, the research will assess the effectiveness of transformational leadership in overcoming resistance to change, enhancing employee engagement and motivation, and ultimately achieving sustained organisational improvements (Bass & Riggio, 2006). By doing so, this study aims to provide actionable insights that can be leveraged by other public sector organisations facing similar challenges. 
1.4 Research Hypothesis
The hypothesis guiding this study is that transformational leadership styles positively influence organisational change within local authorities by enhancing employee motivation, engagement, and performance (Avolio & Yammarino, 2013). This hypothesis is grounded in the assertion that transformational leaders, through their behaviours and traits, are adept at fostering environments that are conducive to innovation and adaptability (Smith, 2023). The study will test the hypothesis that such leadership not only facilitates smoother transitions but also contributes to the sustained improvement of public service delivery. 
2. Research Objectives
The primary objectives of this research are:
To identify the key traits and behaviours of transformational leaders within a Local Authority context (Smith, 2023; Bass & Riggio, 2006).
To assess the impact of transformational leadership on organisational change initiatives within the council (Avolio & Yammarino, 2013; Northouse, 2018).
To evaluate the relationship between transformational leadership and employee motivation, engagement, and performance (Northouse, 2018; Bass & Riggio, 2006).
To explore the challenges and opportunities associated with implementing transformational leadership in a public sector context (Smith, 2023; Avolio & Yammarino, 2013).
3. Literature Review
The literature on transformational leadership and organisational change is extensive, offering valuable insights into the mechanisms through which leaders can influence their organisations. Below are the key themes within the literature in line with the research proposal.   
3.1 Transformational Leadership 
The concept of transformational leadership was introduced by Bass and Avolio (1994) by detailing its four key components: idealised influence, inspirational motivation, intellectual stimulation, and individualised consideration. These components are considered essential ingredients to assist leaders to inspire followers by providing a vision, challenging assumptions, and recognising the individual needs of their employees (Bass and Avolio, 1994).
Burns (1978) also made significant contributions to the study of transformational leadership, by emphasising the leader's role in elevating followers' level of morality and motivation. This type of leadership is often contrasted with transactional leadership which is based on a system of rewards and punishments and whilst transactional leadership can be effective, especially in stable environments where routine tasks are performed, it may not foster the same level of employee satisfaction, commitment, and innovation as transformational leadership (Burns, 1978; Bass, 1985; Judge and Piccolo, 2004).
The impact of transformational leadership on employee motivation and performance has been widely studied. For instance, research by Judge and Piccolo (2004) found that transformational leadership is positively associated with higher levels of employee satisfaction, commitment, and performance. Similarly, studies by revealed that transformational leadership contributes to higher levels of organisational performance by fostering a culture of trust and empowerment (Wang, Oh, Courtright, and Colbert, 2011). Moreover, Kotter (1996) highlighted the importance of transformational leaders in creating a sense of urgency, forming powerful guiding coalitions, and developing a vision and strategy for change. Transformational leaders play a critical role in communicating the vision and empowering employees to act on it (Kotter, 1996).
3.2 Traits of Transformational Leadership 
The literature on transformational leadership reveals several key traits essential to this leadership style, all contributing to its effectiveness in various organisational contexts.
Vision: One of the primary traits of transformational leaders is their ability to develop and communicate a compelling vision for the future. This vision serves as a motivational tool, inspiring employees to align their personal goals with organisational objectives and strive for higher performance levels (Sahid et al., 2023).
Charisma: Transformational leaders often possess a charismatic personality that draws followers in and creates a strong bond of trust and admiration. This charisma helps in gaining the commitment and enthusiasm of employees, which is crucial for driving change and overcoming resistance (Wang et al., 2011).
Inspirational Motivation: These leaders are adept at motivating their team through encouragement and positive reinforcement. They articulate a clear vision and instil confidence in their followers' abilities to achieve high standards of performance (Kotter, 1996).
Intellectual Stimulation: Transformational leaders challenge the status quo and encourage creativity and innovation. They facilitate an environment where employees feel safe to express new ideas and take risks without fear of criticism (Anderson & Sun, 2017).
Individualised Consideration: Transformational leaders show genuine concern for the individual needs and development of their employees. They act as mentors and coaches, providing personalised support and opportunities for growth (Kadir & Sariningsih, 2018).
Ethical Standards: Integrity and high ethical standards are traits of transformational leaders. They lead by example, demonstrating ethical behaviour and fostering a culture of transparency and accountability (Sahid et al., 2023).
Cultural Sensitivity: Effective transformational leaders are sensitive to the cultural contexts in which they operate. They understand and respect the diverse backgrounds of their employees and tailor their leadership approach to fit the cultural nuances of the organisation (Куценко, 2020).
When combined, these traits enable transformational leaders to effectively inspire, motivate, and lead their teams through periods of significant organisational change. They are not just managers but visionaries who empower their followers to achieve extraordinary outcomes (Wang et al., 2011; Anderson & Sun, 2017; Kadir & Sariningsih, 2018; Sahid et al., 2023; Куценко, 2020)
Transformational leadership plays a crucial role in facilitating organisational change within local authorities by inspiring and motivating employees, developing innovation, and creating a supportive culture for change. This leadership style is characterised by the ability to influence and bring about positive change, not only through procedural adjustments but by instilling an inspiring vision and encouraging active participation among team members (Sahid et al., 2023; Wang et al., 2011; Kotter, 1996; Anderson & Sun, 2017; Kadir & Sariningsih, 2018; Куценко, 2020).
3.3 Key Aspects of Transformational Leadership within Organisational Change
Vision and Inspiration: Transformational leaders create an inspiring vision that motivates employees to achieve higher organisational goals. This approach is not limited to procedural changes but extends to developing innovation and a supportive culture for change (Sahid et al., 2023; Nordin et al., 2023).
Motivation and Empowerment: Transformational leadership impacts employee motivation, which is crucial for achieving expected performance levels. Leaders who pay attention to employees according to their expertise and delegate authority effectively can enhance creativity and motivation (Kadir & Sariningsih, 2018).
Cultural and Structural Change: Transformational leadership is instrumental in changing organisational structures and cultures. While structural and product changes are often more straightforward, cultural changes require greater effort, as seen in the National Institute of Public Administration's experience (Darto, 1969).
Participatory Governance: Transformational leadership in local authorities often involves participatory governance, which enhances citizen participation and aligns Local Authority priorities with community interests. This approach helps balance efficiency and fairness, crucial for addressing social and political challenges (Куценко, 2020).
Leadership Powers: In Local Authorities, different leadership powers, such as legitimate, reward, and expertise powers, are essential for managing organisational changes. These powers help suppress resistance, foster trust, and enhance employee engagement (Kilawe, 2024).



3.4 Transformational Leadership in the Public Sector Context 
In the context of the public sector, academics have explored the challenges and opportunities associated with implementing transformational leadership (Anderson and Sun, 2017). Overall, the literature suggests that transformational leadership is a powerful tool for driving positive change within organisations (Anderson and Sun, 2017). By inspiring and motivating employees, developing innovation, and creating a supportive culture for change, transformational leaders can help organisations achieve their goals and adapt to an ever-changing environment (Burns, 1978; Bass and Avolio, 1994, Kotter, 1996; Judge and Piccolo, 2004; Wang et al, 2011; Anderson and Sun, 2017; Sahid and Sariningsih, 2023). However, there is limited research in terms of its application within a Local Authority context. Therefore, this research will add to the body of research by looking at transformational leaderships within a specific public sector context.
3.5 The Impact of Transformational Leadership on Organisational Change within Local Authority Context
Transformational leadership can play a significant role in facilitating organisational change within Local Authority contexts by inspiring and motivating employees, developing innovation, and creating a supportive culture for change (Anderson and Sun, 2017). This approach is not limited to procedural changes but extends to fostering innovation and a supportive culture for change (Sahid et al., 2023; Nordin et al., 2023).This leadership style is characterised by the ability to influence and bring about positive change, not only through procedural adjustments but by instilling an inspiring vision and encouraging active participation among employees (Anderson and Sun, 2017). 
Transformational leadership significantly impacts employee motivation, which is crucial for achieving expected performance levels. Leaders who pay attention to employee placement according to their expertise and delegate authority effectively can enhance creativity and motivation (Kadir & Sariningsih, 2018). This leadership style develops a sense of ownership and accountability among Local Authority employees, empowering them to take initiative and contribute to the organisation's success.
Transformational leadership is instrumental in changing organisational structures and cultures. While structural and product changes are often more straightforward, cultural changes require more effort, as seen in the National Institute of Public Administration's experience (Darto, 1969). Transformational leaders play a pivotal role in reshaping organisational values, norms, and behaviours to align with the new vision, thereby facilitating sustainable change.
Employee performance is a critical measure of organisational success, and transformational leadership has been shown to enhance performance through various mechanisms such as setting high performance expectations and providing the necessary support and resources to achieve these goals. They inspire employees to exceed their limits and strive for excellence, which leads to improved individual and organisational performance (Bass & Riggio, 2006).
By offering individualised consideration, transformational leaders acknowledge and address the unique needs and aspirations of each employee. They can provide mentorship, training, and opportunities for career advancement, which enhances employees' skills and performance (Kilawe, 2024). Once again, there is limited research on its impact and how this is implemented in live practice. Therefore, this research will add to the body of research by looking at the impact of transformational leadership within a Local Authority context.
3.6 Challenges in Implementing Transformational Leadership
In Local Authority governance, several factors could hinder leaders from adopting transformational leadership approaches due to lack of knowledge, bureaucracy, and political interference. These challenges could prevent leaders from implementing innovative practices and driving meaningful change (Muguti et al., 2024). Overcoming these obstacles requires effort to build leadership capacity, enhance transparency, and streamline administrative processes (Muguti et al, 2024).
Despite the positive impact of transformational leadership, resistance to change remains a significant challenge. Transformational leaders must work to reduce cynicism and increase readiness for change by acting as motivators and role models (Nordin et al., 2023; Istiqomah & Burhanuddin, 2022). Effective communication, stakeholder engagement, and continuous support are essential strategies for addressing resistance and ensuring the successful implementation of change initiatives.
The rigid bureaucratic structures inherent in many Local Authority organisations can frustrate the implementation of transformational leadership. These structures often prioritise procedural adherence over innovation, making it difficult for transformational leaders to introduce new ideas and practices (Muguti et al, 2024). Leaders must navigate these complexities and find ways to align their vision with existing frameworks.
Political factors can also significantly impact the ability of transformational leaders to enact change. Political interference often leads to conflicting priorities and undermines efforts to develop a cohesive organisational culture. Leaders must be adept at managing these dynamics and working collaboratively with political stakeholders to achieve their goals (Muguti et al, 2024).
Factors such as lack of knowledge, bureaucracy, and political interference can hinder the adoption of transformational leadership practices, particularly in Local Authority governance (Muguti et al., 2024). Overcoming these obstacles requires a concerted effort to build a culture of trust, transparency, and accountability. Again, the is limited research which evidences this within the context of current and live practice. 


3.7 Overcoming Barriers to Implementing Transformational Leadership 
Transformational leadership in Local Authorities often involves participatory governance, which enhances citizen participation and aligns priorities with community interests. This approach helps balance efficiency and fairness, crucial for addressing social and political challenges (Куценко, 2020). By engaging stakeholders in the decision-making process, transformational leaders can build trust and foster a sense of collective responsibility for the success of change initiatives.
Within the local authority context, different leadership powers, such as legitimate, reward, and expertise powers, are essential for managing organisational changes. These powers help suppress resistance, foster trust, and enhance employee engagement (Kilawe, 2024). Transformational leaders can leverage these powers to create a conducive environment for change, ensuring that employees are motivated and aligned with the organisation's goals. As already mentioned, there is limited research which evidences this within a live Local Authority context. Therefore, this research will add to the body of research by looking at transformational leadership within a live context setting. 
3.8 The Relationship Between Transformational Leadership and Employee Motivation, Engagement, and Performance
Employee motivation is a critical determinant of organisational performance, and transformational leadership has been shown to have a significant impact on it. Transformational leaders can enhance intrinsic motivation by aligning organisational goals with employees' personal values and aspirations. They create a sense of purpose and significance in their work, which can develop a deeper commitment and enthusiasm toward achieving organisational objectives (Deci & Ryan, 1985). Additionally, transformational leaders can influence extrinsic motivation through recognition, rewards, and opportunities for advancement, thereby reinforcing desired behaviours and achievements (Kadir & Sariningsih, 2018).
Existing research demonstrates that transformational leadership positively correlates with employee motivation across various industries and contexts. For instance, Sahid et al. (2023) found that transformational leadership in educational institutions significantly improved teachers' motivation, leading to higher levels of job satisfaction and performance. Similarly, Nordin et al. (2023) highlighted the role of transformational leadership in enhancing motivation within the healthcare sector, resulting in better patient care and organisational efficiency. Therefore, this research will add to the body of research by looking at transformational leaderships ability to motivate employees within a live Local Authority context. 
The literature review also highlights that transformational leadership plays a crucial role in developing employee engagement by creating a supportive and empowering work environment build trust and commitment by demonstrating authenticity, integrity, and concern for their employees' well-being. They engage in open communication, provide constructive feedback, and involve employees in decision-making processes, thereby creating a sense of ownership and belonging (Nielsen et al., 2009).
Transformational leadership is also able to promote intellectual stimulation, transformational leaders encourage employees to think critically, challenge the status quo, and explore innovative solutions to problems. This not only enhances engagement but also drives continuous improvement and organisational growth (Jung et al., 2003).
Existing research indicates a strong positive relationship between transformational leadership and employee engagement. For example, a study by Kadir & Sariningsih (2018) revealed that transformational leadership significantly increased engagement levels among employees in the manufacturing sector, leading to higher productivity and job satisfaction. Another study by Muguti et al. (2024) found that transformational leadership in public administration enhanced employee engagement, resulting in more effective governance and service delivery.
3.9 Summery 
This literature review underscores the pivotal role of transformational leadership in driving organisational changes within local authorities. By creating an inspiring vision, empowering employees, developing a supportive culture, and leveraging participatory governance, transformational leaders can effectively navigate the complexities of change (Куценко, 2020; Kilawe, 2024). However, challenges such as resistance to change and obstacles to leadership adoption must be addressed to ensure the successful implementation of change initiatives. The positive impact of transformational leadership on employee motivation, engagement, and performance further highlights its significance in achieving organisational success (Deci & Ryan, 1985; Kadir & Sariningsih, 2018; Sahid et al., 2023; Nordin et al., 2023; Nielsen et al., 2009; Jung et al., 2003; Muguti et al., 2024). 
Implementing transformational leadership in the Local Authority settings presents both challenges and opportunities. Leaders must be able to address obstacles such as resistance to change, bureaucratic structures, and political interference while capitalising on the potential for vision creation, employee empowerment, cultural transformation, and participatory governance (Куценко, 2020; Kilawe, 2024). By understanding these dynamics, transformational leaders can foster innovation and drive organisational change in public sector contexts. Therefore, this research proposal will add to the body of research by looking at transformational leaderships within a current Local Authority context to consider its application within practice.




4. Research Methodology
4.1 Research Framework 
The research onion framework, proposed by Saunders et al. (2007), will be applied to guide the research methodology. This framework provides a systematic approach to research design by breaking it down into six interconnected layers: philosophies, approaches, strategies, choices, time horizons, and techniques and procedures.
The research will adopt a pragmatist philosophical stance, allowing for a flexible approach that combines both positivist and interpretivist paradigms. This philosophy acknowledges the value of using multiple methods to address complex research questions, aligning with the mixed-methods approach chosen for this study (Creswell, 2014).
A deductive approach will be employed, starting with the theoretical framework of transformational leadership and its impact on employee motivation and engagement. Hypotheses will be formulated based on existing literature, and empirical data will be collected to test these hypotheses (Bryman, 2012).
The primary research strategy will be a case study focusing on Newport City Council. This in-depth examination will provide a comprehensive understanding of how transformational leadership operates within a specific local authority context. The case study strategy is well-suited to exploring contemporary phenomena within real-life settings (Yin, 2018).
The study will utilise a mixed-methods choice, integrating both quantitative and qualitative data collection techniques. This approach will enable the triangulation of data, enhancing the validity and reliability of the findings (Tashakkori & Teddlie, 2010).
A cross-sectional time horizon will be adopted, capturing a snapshot of the current state of transformational leadership and its effects within Newport City Council. This approach facilitates the analysis of data collected at a single point in time, providing insights into existing dynamics and relationships (Saunders et al., 2007).
Specific techniques and procedures for data collection and analysis will include structured questionnaires which will be collated from employees to gather numerical data on perceptions of transformational leadership and its impact on organisational change and job performance (Babbie, 2016). Also, in-depth, semi-structured interviews will be conducted with key stakeholders to gain deeper insights into the experiences and perspectives of employees regarding transformational leadership practices (Kvale, 2007). Lastly, quantitative data will be analysed using statistical techniques such as regression analysis and correlation to identify patterns and relationships. Qualitative data will be analysed thematically to uncover underlying themes and meanings (Braun & Clarke, 2006).


4.2 Quantitative Methods
Surveys
Structured questionnaires will be administered to employees of Newport City Council to assess their perceptions of transformational leadership, organisational change, and job performance. Quantitative surveys will play a crucial role in this research by providing a broad understanding of employees' perceptions of transformational leadership and organisational change within Newport City Council (Bryman 2012).
4.2.1 Survey Design and Distribution
A structured questionnaire will be designed with a series of both closed-ended and scaled questions. This format will allow for the quantification of responses and facilitate statistical analysis. The survey will cover various dimensions of transformational leadership, including vision creation, employee empowerment, and cultural transformation, as well as the perceived impact of these dimensions on job performance and organisational change (Babbie, 2016).
The target population for the survey will be all employees of a local authority. An estimated 500 employees will be invited to participate in the survey, ensuring a wide range of responses across different departments and levels of the organisation. The survey will be distributed electronically via email, utilising an online survey platform that allows for easy access and completion (Creswell, 2014).
4.2.2 Response Rate and Sample Size
Considering typical response rates for organisational surveys, it is anticipated that approximately 60% of the invited employees will complete the survey, resulting in a sample size of around 300 respondents. This sample size is deemed sufficient to provide statistically significant insights and to allow for the examination of patterns and correlations within the data (Bryman, 2012).
4.2.3 Data Collection and Analysis
The survey data will be collected over a six-to-eight-week period to ensure adequate time for employees to respond. Once the survey period concludes, the data will be downloaded and prepared for analysis.
Statistical techniques such as descriptive statistics, correlation analysis, and regression analysis will be employed to identify key patterns and relationships within the data. Descriptive statistics will summarise the overall responses, providing insights into the general perceptions of transformational leadership and organisational change (Bryman, 2012). Correlation analysis will explore the relationships between different aspects of transformational leadership and their impact on job performance and organisational change (Creswell, 2014). Regression analysis will help identify causal relationships and the relative importance of different leadership dimensions (Bryman, 2012). 
The survey will yield nominal data which will be subjected to quantitative analysis. Nominal data will be categorical data that represents categories or names rather than numerical values. It is used to label variables without providing any quantitative value or order (Creswell, 2014). This data will be analysed using to help create frequency distributions and percentages. Techniques such as chi-square tests may be used to evaluate associations between nominal variables (Bryman, 2015).
The results of the survey will be processed using SPSS (Statistical Package for Social Sciences). Initially, the data will be analysed to determine descriptive statistics, including means and standard deviations (Bryman, 2015). Subsequently, to compare the means of employee engagement scores among the five categories and different respondent groups, for instance, comparing engagement levels between younger and older employees), independent t tests will also be conducted. 
4.2.4 Ensuring Data Validity and Reliability
To ensure the validity and reliability of the survey data, several measures will be implemented. The questionnaire will be pre-tested with a small group of employees to identify any issues with question clarity and to refine the survey instrument (Bryman, 2015). Survey questions will be designed based on established scales and previous research in transformational leadership to ensure content validity (Bryman 2012). Reliability analysis, such as Cronbach's alpha, will be conducted to assess the internal consistency of the survey scales (Bryman, 2015).
By employing a robust survey methodology, this research aims to gather comprehensive quantitative data that, when combined with qualitative insights from interviews, will provide a holistic understanding of how transformational leadership influences organisational change within a Local Authority setting (Creswell, 2014).
4.3 Qualitative Methods
4.3.1 Interview Design and Distribution 
Semi-structured interviews will be conducted with key leaders and employees within the council to gain in-depth insights into their experiences and perspectives on transformational leadership and organisational change. Interviews will be conducted within Newport City Council (Flick, 2018). The semi-structured interviews will be planned to ensure a comprehensive exploration of the research questions (Creswell, 2014). Participants will be key leaders and employees who have been directly involved in change initiatives. These interviews will be scheduled at convenient times for the participants to facilitate uninterrupted discussions (Flick, 2018).
4.3.2 Response Rate and Sample Size 
A total of 20 interviews will be undertaken to provide a robust qualitative data set. This sample size is deemed suitable to capture diverse perspectives while maintaining a manageable scope for in-depth analysis (Flick, 2018).
4.3.3 Data Collection and Analysis
Each interview will last approximately one hour, enabling thorough exploration of topics such as leadership practices, challenges faced during change processes, and the perceived impact of transformational leadership on employee engagement and organisational outcomes (Bryman, 2015).
The interviews will be audio-recorded or video recorded using TEAMS with the consent of the participants to ensure accuracy in data collection and transcription. Detailed notes will also be taken during the interviews to capture non-verbal cues and immediate reflections. The interview protocol will include open-ended questions designed to elicit detailed responses and encourage participants to share their experiences and insights freely (Flick,2018)
By combining these interviews with quantitative surveys, the research aims to develop a comprehensive understanding of how transformational leadership influences organisational change within a Local Authority setting (Creswell, 2014; Saunders et al, 2019).
Through interviews analysis, the research will capture the perspectives of various stakeholders, including senior leaders, project managers, and front-line employees, to understand how transformational leadership practices were enacted and perceived at different levels of the organisation (Bryman, 2015). These will provide rich, narrative accounts of the challenges and successes encountered during these change processes, offering insights into the specific leadership behaviours and actions that facilitated or hindered progress (Flick, 2018).
4.3.4 Ensuring Data Validity and Reliability
To ensure the validity and reliability of the qualitative data collected, several strategies will be employed. Triangulation will be used to cross-verify data from multiple sources, such as interviews and document analysis, to ensure consistency and accuracy (Saunders et al, 2019). Member checks will involve participants reviewing and confirming the accuracy of their interview transcripts and the researcher’s interpretations. This will help to minimise misrepresentations and biases (Flick, 2018).
Furthermore, to enhance data reliability, a detailed audit trail will be maintained, documenting each step of the data collection and analysis process. This will include the rationale for methodological choices, decisions made during the research, and reflections on potential biases (Flick, 2018). By keeping a detailed record, other researchers could follow the same procedures and verify the findings.
Peer debriefing will be incorporated, where colleagues or experts in the field will review the research process and findings, offering critical feedback and ensuring that the conclusions drawn are grounded in the data (Bryman, 2015). Additionally, coding consistency will be checked (Flick, 2018).
These methods will contribute to the robustness of the qualitative data, ensuring that the findings are credible, dependable, and accurately represent the experiences and perspectives of the participants (Creswell, 2014).




4.4 Strengths and Limitations of the Research Methodology
One of the primary strengths of using quantitative methods, such as surveys and statistical analysis, is the ability to collect and analyse data from many respondents (Creswell, 2014). This allows for a greater generalisability of the findings and the identification of patterns and correlations that can inform broader organisational strategies. Surveys can provide a comprehensive overview of employees' perceptions, offering objective and quantifiable insights into the impact of transformational leadership on organisational change and job performance (Saunder et al, 2019).
However, quantitative methods also have limitations. Surveys may not capture the nuanced, contextual factors that influence leadership dynamics and organisational change (Flick, 2018). Respondents may provide socially desirable answers rather than their true opinions, leading to response bias. Additionally, surveys may not fully explore the underlying reasons behind certain patterns or correlations, necessitating a more in-depth qualitative approach to uncover these complexities (Creswell, 2014).
Qualitative methods, such as semi-structured interviews will complement the quantitative data by providing rich, detailed insights into the experiences and perspectives of key leaders and employees (Flick, 2018). Interviews allow for an exploratory investigation into the specific challenges and successes associated with transformational leadership within the Local Authority context. They will enable the researcher to probe deeper into participants' responses, clarifying and expanding on their views (Bryman, 2015). 
However, qualitative methods also have their limitations. Interviews and case studies are time-consuming and involve a smaller sample size, which may limit the generalisability of the findings (Babbie, 2016). The data collected through these methods can be subjective and may be influenced by the researcher’s biases and interpretations (Babbie, 2016). Ensuring the reliability and validity of qualitative data requires careful consideration and rigorous methodological rigor (Creswell, 2014).
By combining both quantitative and qualitative methods, the researcher aims to capitalise on the strengths of each approach while mitigating their respective limitations (Creswell, 2014). This mixed-methods strategy ensures a comprehensive and balanced understanding of transformational leadership and its role in driving organisational change within a local authority setting (Saunders et al, 2019). 
5 Resources and Timeline 
Conducting this research will require careful allocation of resources and time management to ensure its success.
5.1 Resources
The primary resources needed include human resources, financial resources, and material resources. The researcher’s time will be a key resource as they will is responsible for designing the study, collecting data, conducting interviews, and analysing the findings. A detailed budget will be prepared, transcription services will be needed, data analysis software will also be required. The study will require access to data collection tools such as survey software, audio/teams recording equipment for interviews, and analytical tools to process quantitative and qualitative data.
5.2 Timeline
A structured timeline will be established to manage the different phases of the research efficiently. The timeline will include the following key milestones:
Phase 1: Preparation (Month 1-3)
Literature review
Finalising research design
Securing ethical approval
Recruiting and training research team
Phase 2: Data Collection (Month 3-5)
Conducting surveys
Performing semi-structured interviews
Phase 3: Data Analysis (Month 6-9)
Quantitative data analysis
Qualitative data analysis
Ensuring inter-coder reliability
Phase 4: Reporting and Dissemination (Month 9 -12)
Compiling findings
Writing up the final dissertation 
Regular progress reviews will be conducted at the end of each phase to ensure that the research stays on track and any challenges are addressed promptly.
6. Ethical Considerations 
Ethical considerations are vital in conducting this research to ensure the integrity and ethical responsibility of the study. Key ethical aspects that will be addressed include informed consent, confidentiality, and the potential impact on participants (ESRC, 2025).
All participants will be provided with detailed information about the study's purpose, procedures, and potential risks. They will have the opportunity to ask questions and will be required to sign a consent form before participating. The emphasis on informed consent is supported by the guidelines outlined by the National Health and Medical Research Council (NHMRC, 2018), which stress the importance of providing participants with comprehensive information about the research to make an informed decision about their participation.
Measures will be taken to protect the privacy of participants. Data will be anonymised, and identifying information will be securely stored and accessed only by the research team. Confidentiality measures align with the principles set forth by the British Psychological Society (BPS, 2021), which recommend that researchers anonymise data and securely store identifying information to protect participants' privacy.
The research will be designed to minimise any potential harm or discomfort to participants. The interviews will be conducted in a respectful and non-intrusive manner. The focus on minimising harm and discomfort to participants is consistent with the ethical principles detailed by the American Psychological Association (APA, 2017), which advocate for research practices that prioritise the well-being and dignity of participants.
The research proposal will be submitted to the relevant ethics committee for approval before the study commences, ensuring that all ethical standards are met. Finally, obtaining ethical approval from a relevant ethics committee is a standard practice endorsed by the Economic and Social Research Council (ESRC, 2025), ensuring that all ethical standards are rigorously reviewed and met before the commencement of the study.
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8.  Appendices 
8.1 Appendix 1 
Survey on Transformational Leadership in Newport Council 
Section 1: Demographic Information
· What is your age?
· 18-24
· 25-34
· 35-44
· 45-54
· 55+
2. What is your gender?
Male
Female
Non-binary
Prefer not to say
3. What is your role in the organisation?
Entry-level
Mid-level
Senior-level
Executive
Section 2: Transformational Leadership
How often do you observe transformational leadership behaviours in your organisation? (e.g., inspiring vision, fostering collaboration, encouraging innovation)
· 1 (Never)
· 2
· 3
· 4
· 5 (Always)
7. To what extent do you feel that Transformation Leadership is practiced in your organisation?
1 (Not at all)
2
3
4
5 (A great deal)

5. To what extent do you feel that transformational leadership contributes to employee performance?
Section 6: Additional Comments
· Please provide any additional comments or suggestions related to flexibility, transformational leadership, and organisational resilience in your workplace.

8.2    Appendix 2 

Interview Questions for Research Proposal
Section 1: Transformational Leadership
· What qualities do you believe are essential for a transformational leader?
· How do you think transformational leadership impacts employee motivation and performance?
· Can you describe a situation where transformational leadership positively influenced your work environment?
· To what extent do you feel that transformational leadership is practiced in your organisation?
· Can you share an example of transformational leadership in your workplace?
· In what ways can your organisation further develop transformational leadership skills among its leaders?
Section 2: Organisational Resilience
· How resilient do you believe your organisation is in the face of challenges?
· What strategies does your organisation employ to enhance resilience?
· Can you provide an example of how your organisation has successfully overcome a significant challenge?
Section 3: Transformational Leadership and Employee Performance
· How does transformational leadership influence employee satisfaction and engagement?
· What are the potential challenges in implementing transformational leadership in your organisation?
· Can you provide examples of how transformational leadership has directly impacted employee productivity and innovation?
· How do you measure the effectiveness of transformational leadership within your team?
· What training programs or initiatives does your organisation offer to foster transformational leadership skills?
· In your opinion, what are the long-term benefits of transformational leadership on organisational culture and performance?
Section 4: Additional Comments
· Do you have any additional comments or suggestions related to transformational leadership in your workplace?
· What improvements would you suggest for enhancing transformational leadership within your organisation?
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