 
      
[image: ] 
 
 
LEADERSHIP STYLES AND EMPLOYEE     
MOTIVATION IN THE LONDON  
HOSPITALITY INDUSTRY 
 
 
Student name: Madalina-Mihaela Braha 
Student ID:2227915 
BA (Hons) Business Management 
Institute of Inner City Learning 
University of Wales Trinity Saint David 
Lecturer: Afzal Munna 
Institute of Inner City Learning 
University of Wales Trinity Saint David 
 
 
December 2025 
 
 
DECLARATION 
I confirm that this dissertation is my own work and has been produced in accordance with the academic regulations of University of Wales Trinity Saint David. The research has been undertaken for academic purposes only and has not been submitted previously, in whole or in part, for any other qualification. 
All sources used in this study have been appropriately acknowledged using the Harvard referencing system. The research was conducted ethically, with participation being voluntary and anonymous, and all data were handled confidentially. 
I declare that this work accurately reflects the research undertaken and complies with the ethical and academic standards required for undergraduate study. 
 
Student Name: Madalina-Mihaela Braha 
Student ID: 2227915 
Date: 18/12/2025 Signature:  
 
 
 
 


 
ABSTRACT 
The hospitality industry in London is characterised by fast-paced operations, high employee turnover, and demanding working conditions, making employee motivation a critical organisational challenge. Leadership plays a key role in shaping employee attitudes and behaviours, particularly in customer-facing environments such as coffeeshop chains. This study examines the relationship between leadership styles and employee motivation within Caffè Nero branches in London. 
The aim of the research was to explore how transformational, transactional, and laissez-faire leadership styles influence employee motivation in a small-unit hospitality context. A quantitative research design was adopted to address the research objectives. Data were collected through an online questionnaire distributed to employees currently working at Caffè Nero branches in London. The survey utilised a five-point Likert scale to measure employees’ perceptions of leadership behaviours and their motivation levels. Descriptive statistics and Pearson correlation analysis were used to analyse the data and identify patterns and relationships between variables. 
The findings indicate that transformational leadership has a strong positive relationship with employee motivation, suggesting that behaviours such as recognition, communication, and interpersonal support are particularly influential in sustaining motivation. Transactional leadership demonstrated a moderate positive relationship with motivation, indicating that structure and performance monitoring contribute to motivation but are less effective when used in isolation. In contrast, laissez-faire leadership showed a negative relationship with employee motivation, highlighting the detrimental impact of managerial absence and lack of guidance in fast-paced service environments. 
The study contributes to existing hospitality leadership literature by providing context specific insight into leadership dynamics within London coffee-shop settings, which remain underrepresented in prior research. Practically, the findings suggest that hospitality organisations should prioritise transformational leadership behaviours while maintaining appropriate operational structure. The study also acknowledges limitations related to sample size and organisational scope and recommends future research using mixed methods and broader samples. 
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[bookmark: _Toc217252238]CHAPTER 1: INTRODUCTION  
[bookmark: _Toc217252239]1.1 INTRODUCTION 
The hospitality industry in London plays a major role in both the local and national economy and relies heavily on employee performance, customer interaction, and effective team coordination. In 2023 alone, the UK hospitality sector contributed approximately £62.6 billion to the national economy and provided jobs to more than 2.6 million people, confirming its status as one of the country’s largest employers (Ward et al., 2025). Since many hospitality positions require direct service, having strong leadership and motivating employees is crucial for maintaining efficient operations and delivering exceptional experiences. According to Mullins and Dossor (2013), the hospitality industry revolves around individuals and ongoing engagement, which means that motivating employees is crucial for the overall success of the organization. In London specifically, where competition among hospitality firms is fierce, leadership can significantly impact employees' feelings, performance, and loyalty.
Leadership has consistently been acknowledged as a significant influence on employee attitudes and behaviours. Yukl (2013) claims that leadership significantly affects performance, particularly in service settings where teamwork and communication are vital. Varied leadership approaches can influence how workers react to their duties, obligations, and workplace atmosphere. Transformational leaders frequently motivate employees to exceed basic expectations, whereas transactional leaders depend on reward systems and oversight to promote performance (Bass and Riggio, 2006; Judge and Piccolo, 2004). In contrast, laissez-faire leadership, characterized by limited manager participation, is frequently associated with lower satisfaction and increased confusion (Skogstad et al., 2007). Understanding these differences is crucial for examining how leadership impacts motivation in London's hospitality industries

 
[bookmark: _Toc217252240]1.2 BACKGROUND OF THE STUDY 
Hospitality environments tend to be highly dynamic, meaning leadership practices are often applied informally and shaped by day-to-day pressures. Transformational leadership has garnered considerable focus for its capacity to foster trust, acknowledgment, and individual development among staff members (Bass and Riggio, 2006). This approach can help employees feel appreciated and connected to a common goal, which is especially beneficial in demanding environments like hotels and restaurants (Breevaart et al., 2014).
Transactional leadership, initially defined by Burns (1978), emphasizes organized interactions between managers and their staff. Explicit expectations, incentives, and corrective input can be impactful in hectic, routine-focused settings (Judge and Piccolo, 2004). Nonetheless, transactional approaches might not consistently foster lasting commitment or emotional connection, both of which are crucial for upholding consistent service quality.
Laissez-faire leadership is usually the least effective style. Due to leaders adopting a passive stance, employees might feel neglected, uncertain, or compelled to handle difficulties independently (Skogstad et al., 2007). In hospitality, where positions frequently demand coordination and swift problem-solving, this absence of direction can hinder both motivation and service effectiveness.
An additional element influencing leadership in London is the city’s diverse workforce. Workers frequently originate from varied nations, academic histories, and cultural practices, which affects their understanding of leadership actions (Sun, 2022). Consequently, leaders must possess flexibility and excellent interpersonal abilities to aid a varied team and foster an inclusive atmosphere.

[bookmark: _Toc217252241]1.3 PROBLEM STATEMENT 
Despite the importance of leadership in shaping employee attitudes, London’s hospitality sector continues to experience high staff turnover. Replacing workers is costly and disrupts service quality, especially when positions require training and customer interaction (Fouad, 2019). Research suggests that employees often leave hospitality jobs because they feel undervalued, overworked, or poorly supported by management (Kim and Brymer, 2011). Leadership style can either reduce or intensify these problems. 
Although global studies have shown clear links between leadership and motivation, London-specific research remains limited. Most studies examine broader UK patterns or focus on international hospitality settings, which may not reflect London’s unique challenges, such as high living costs, intense competition, and a diverse labour market (Camilleri, Troise and Morrison, 2024). Moreover, few studies explore leadership and motivation within a single coffee-shop company such as Caffè Nero, where fast-paced operations and team dynamics can directly influence employees’ motivation. This creates a gap in the evidence that the present study seeks to fill. 
[bookmark: _Toc217252242]1.4 AIM, OBJECTIVES AND RESEARCH QUESTIONS 
Aim 
To explore how different leadership styles influence employee motivation within Caffè Nero branches in London. 
Objectives 
1. To determine the leadership styles predominantly employed in Caffè Nero branches located in London
2. To examine employees’ views on their motivation levels concerning leadership
3. To analyse the relationship between specific leadership styles and employee motivation within the company. 
4. To provide practical recommendations for leadership practices that enhance motivation and reduce turnover. 
Research Questions 
1. Which leadership styles are most frequently used in Caffè Nero London branches? 
2. How do employees perceive the impact of leadership on their motivation? 
[bookmark: _Toc217252243]1.5 RATIONALE AND IMPORTANCE OF THE STUDY 
Leadership can influence employees' job satisfaction, commitment, and engagement three elements directly connected to organizational performance (Purcell and Hutchinson, 2007). Transformational leadership is linked to higher intrinsic motivation and greater emotional connection to the workplace (Breevaart et al., 2014; Kim and Brymer, 2011). Transactional leadership, while successful in preserving order and clarity, frequently results in temporary performance enhancements without affecting intrinsic motivation (Kuvaas, 2006). Simultaneously, laissez-faire leadership is often linked to dissatisfaction and unclear roles (Skogstad et al., 2007)
Motivation is also central to employee behaviour. Self-determination theory argues that employees are most motivated when leaders support their needs for autonomy, competence, and connection (Deci and Ryan, 2000; Ryan and Deci, 2017). Herzberg’s two-factor theory further distinguishes between motivators such as achievement and recognition, and hygiene factors like pay or working conditions (Herzberg et al., 1959). In London, where hospitality workers may face financial pressure due to high living costs, fair treatment and supportive leadership become even more important (Camilleri, Troise and Morrison, 2024). 
Given the lack of studies focusing on the London context specifically, this research is both timely and relevant. 
[bookmark: _Toc217252244]1.6 METHODOLOGY OVERVIEW 
A quantitative research design will be used to gather data from approximately 50 hospitality employees working in Caffè Nero branches in London. Participants will complete an online survey containing 20 questions about leadership behaviours, motivation levels, and demographic information. Quantitative methods allow for clearer comparisons and relationships between variables (Saunders, Lewis and Thornhill, 2009). Data will be analysed using descriptive statistics and correlation tests. Ethical considerations include voluntary participation, anonymity, confidentiality, and informed consent. 
[bookmark: _Toc217252245]1.7 SCOPE OF THE STUDY 
The study focuses exclusively on employees working within Caffè Nero branches in London. It does not include managers’ perspectives, as the aim is to capture leadership through the employees’ experiences.  
[bookmark: _Toc217252246]1.8. LIMITATIONS OF THE STUDY  
This research centres on a single hospitality firm (Caffè Nero), which restricts the applicability of the results. Employee willingness to complete the survey may limit participation, and self-reported data could represent subjective perceptions from the time of response.
[bookmark: _Toc217252247]1.9 STRUCTURE OF THE DISSERTATION 
The dissertation includes five chapters: an introduction; a literature review; a methodology chapter; findings and discussion; and conclusions with recommendations. This structure follows standard academic guidelines (Saunders, Lewis and Thornhill, 2009). 
[bookmark: _Toc217252248]1.10 SUMMARY OF CHAPTER 1 
This chapter has introduced the topic, presented the research aim and objectives, and highlighted the importance of leadership and motivation in London’s hospitality sector. The next chapter reviews relevant literature and establishes the theoretical foundations for the study. 
[bookmark: _Toc217252249]CHAPTER 2: LITERATURE REVIEW 
[bookmark: _Toc217252250]2.1 INTRODUCTION 
This chapter critically examines leadership theories, motivation frameworks, and empirical research relating to leadership and employee motivation within the hospitality industry, with reference to environments comparable to those found in London. Leadership is widely acknowledged as a key determinant of employee behaviour, satisfaction, and performance; however, much of the existing literature adopts idealised or generalised assumptions that may not fully reflect the operational realities of frontline hospitality work (Yukl, 2013). 
Hospitality roles are characterised by high customer interaction, emotional labour, time pressure, and standardised procedures, all of which shape how leadership is enacted and experienced (Mullins and Dossor, 2013). In these situations, leadership behaviours are not theoretical managerial actions but regular exchanges that can directly affect employee motivation. A thorough review is needed to evaluate not only what the literature proposes but also where its theoretical foundations and contextual constraints exist.
The chapter begins by evaluating dominant leadership theories, followed by a critical discussion of motivation frameworks commonly applied in organisational research. Empirical studies examining the leadership–motivation relationship in hospitality are then reviewed, with attention to their contextual and methodological constraints. The chapter concludes by identifying gaps in the literature and presenting the conceptual framework that informs this study. 
[bookmark: _Toc217252251]2.2 LEADERSHIP THEORIES AND CONCEPTUAL BACKGROUND 
Leadership is frequently identified as a central influence on workplace behaviour and organisational outcomes (Yukl, 2013). However, leadership research often assumes relatively stable organisational conditions and overlooks the constraints present in service-based environments. In hospitality, leadership is enacted under constant operational pressure, requiring rapid decision-making and continuous interaction with staff, which challenges the universal applicability of many leadership models (Mullins and Dossor, 2013). 
Transformational leadership is one of the most extensively discussed leadership styles and is often portrayed as inherently effective. Bass and Riggio (2006) describe transformational leaders as those who inspire employees, communicate a shared vision, and provide individualised consideration. Empirical research links transformational leadership to increased motivation and engagement (Breevaart et al., 2014). However, critics argue that transformational leadership is frequently idealised and assumes that leaders possess sufficient time, emotional capacity, and autonomy to engage consistently in inspirational and developmental behaviours (Yukl, 2013; Judge and Piccolo, 2004). 
In small-unit hospitality settings such as Caffè Nero, managers often face staffing shortages, performance targets, and high customer volumes, which may limit their ability to enact transformational behaviours consistently (Mullins and Dossor, 2013). Consequently, the beneficial effects linked to transformational leadership in existing research might be exaggerated when relevant to dynamic coffee shop settings. This highlights issues related to the contextual validity of transformational leadership theory in frontline service positions.
Transactional leadership focuses on structured exchanges between leaders and employees through rewards, monitoring, and corrective feedback (Burns, 1978; Judge and Piccolo, 2004). While frequently criticised for relying on extrinsic motivation, transactional leadership may be more aligned with the operational realities of standardised hospitality work. Clear expectations and performance monitoring can support efficiency and consistency in routine-driven environments. 
However, transactional leadership assumes that rewards and sanctions are sufficiently meaningful to influence behaviour. In coffee-shop chains such as Caffè Nero, where pay structures are standardised and promotion opportunities are limited, the motivational impact of transactional leadership may be restricted. Research suggests that transactional systems often ensure short-term compliance but fail to generate long-term motivation or emotional commitment (Purcell and Hutchinson, 2007). 
Laissez-faire leadership, characterised by minimal guidance and limited involvement, is consistently associated with negative outcomes, including role ambiguity and reduced motivation (Skogstad et al., 2007). Nevertheless, some scholars argue that laissez-faire behaviours may reflect organisational overload rather than deliberate disengagement. In London hospitality outlets, managers frequently balance operational and administrative responsibilities simultaneously, reducing their availability to staff (Mullins and Dossor, 2013). This suggests that laissez-faire leadership should be examined not only as an individual leadership failure but also as a structural outcome of organisational design. 
Overall, while leadership theories provide useful conceptual frameworks, their applicability within small, high-pressure hospitality environments remains contested, reinforcing the need for context-specific investigation. 
[bookmark: _Toc217252252]2.3 EMPLOYEE MOTIVATION: KEY CONCEPTS AND THEORIES 
Employee motivation is central to organisational effectiveness, yet dominant motivation theories often assume working conditions that differ significantly from frontline hospitality roles. Self-Determination Theory (SDT) distinguishes between intrinsic and extrinsic motivation and argues that motivation is strongest when employees’ needs for autonomy, competence, and relatedness are supported (Deci and Ryan, 2000; Ryan and Deci, 2017). While SDT provides a robust psychological framework, its assumptions may be difficult to realise in highly standardised service environments. 
Frontline hospitality employees often experience limited autonomy, repetitive tasks, and strict operational procedures, which may restrict opportunities for intrinsic motivation (Mullins and Dossor, 2013). As a result, SDT may overestimate the feasibility of intrinsic enjoyment in coffee-shop environments, increasing reliance on leadership behaviours such as recognition, fairness, and interpersonal support to sustain motivation. 
Herzberg's Two-Factor Theory (1959) differentiates between motivators like achievement and recognition and hygiene factors such as salary and work environment. Although impactful, Herzberg’s theory has faced criticism for simplifying motivation by considering these factors as separate. In hospitality settings, especially in London with its high living expenses, compensation and working conditions could have a more immediate impact on motivation than indicated by Herzberg’s theory (Camilleri, Troise and Morrison, 2024).
Moreover, research indicates that motivation in frontline service roles often results from interacting factors, including leadership support, workload fairness, recognition, and emotional climate, rather than discrete motivators or hygiene factors (Purcell and Hutchinson, 2007). In organisations such as Caffè Nero, high turnover and flat organisational structures limit long-term development opportunities, reducing the effectiveness of intrinsic motivators and increasing dependence on immediate leadership behaviours to sustain motivation. 
[bookmark: _Toc217252253]2.4 LEADERSHIP-MOTIVATION RELATIONSHIP: EVIDENCE FROM EMPIRICAL STUDIES 
Empirical research frequently reports positive relationships between leadership style and employee motivation. Transformational leadership has been linked to job satisfaction, commitment, and engagement in hospitality settings (Kim and Brymer, 2011; Fouad, 2019). Transformational leaders are also associated with creating positive service climates that support performance (Liao and Chuang, 2007). 
However, most of this research focuses on hotel environments rather than coffee shops. 
Hotel environments typically feature larger teams, more structured training programmes, and clearer career progression pathways, which differ significantly from the rapid, small-team operations found in coffee-shop chains. As a result, the generalisability of hotel-based findings to coffee-shop contexts such as Caffè Nero is limited (Kim and Brymer, 2011; Fouad, 2019). 
Transactional leadership has been shown to support performance through clarity and monitoring (Judge and Piccolo, 2004). However, Purcell and Hutchinson (2007) argue that transactional systems often fail to develop deeper commitment, which is particularly problematic in high-turnover hospitality environments. In coffee-shop settings, repetitive tasks combined with limited reward variation may further weaken the motivational impact of transactional leadership practices. 
Laissez-faire leadership is consistently associated with negative outcomes, including dissatisfaction and reduced motivation (Skogstad et al., 2007). Nevertheless, limited research explores whether laissez-faire leadership reflects managerial choice or organisational constraint. This lack of nuance is especially relevant in London hospitality contexts, where operational intensity may restrict leadership availability (Mullins and Dossor, 2013). 
Emerging research highlights participative and empowering leadership approaches (Pahi et al., 2022), suggesting positive motivational effects. However, empowerment may be difficult to implement in highly standardised environments that prioritise speed and consistency, indicating a potential mismatch between theory and practice in coffee-shop operations. 
[bookmark: _Toc217252254]2.5 THE LONDON HOSPITALITY CONTEXT 
London’s hospitality sector is shaped by high living costs, intense competition, and a diverse workforce, all of which heighten employee sensitivity to leadership behaviour (Camilleri, Troise and Morrison, 2024). These conditions increase the importance of leadership in sustaining motivation, fairness, and retention. For companies such as Caffè Nero, fast-paced operations and frequent staff turnover further intensify the need for accessible and supportive leadership. 
Nonetheless, a significant portion of hospitality leadership research takes a broad UK or global viewpoint, neglecting the unique challenges encountered by coffee-shop workers in London. The absence of research focused on coffee shops in London hinders the comprehension of how leadership styles function in small, high-pressure teams.

[bookmark: _Toc217252255]2.6 GAPS IDENTIFIED 
The literature highlights multiple significant gaps. Hospitality leadership research primarily focuses on hotel-related studies, restricting its applicability to coffee-shop settings (Kim and Brymer, 2011). Secondly, studies focused on London are limited, even though the city has unique labour and cost circumstances (Camilleri, Troise and Morrison, 2024). Third, employee viewpoints are frequently overlooked, as numerous studies emphasize managerial perspectives (Purcell and Hutchinson, 2007). Ultimately, limited research examines various leadership styles within a single organization, hindering insight into leadership dynamics in rapid-paced hospitality environments. 
[bookmark: _Toc217252256]2.7 CONCEPTUAL FRAMEWORK 
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Figure 1: Conceptual framework illustrating leadership styles and employee motivation. 
This framework reflects the theories of Bass and Riggio (2006), Deci and Ryan (2000), and Herzberg et al. (1959), combined with empirical findings from hospitality research. 
[bookmark: _Toc217252257]2.8 SUMMARY OF CHAPTER 2 
This chapter has critically reviewed leadership theories, motivation frameworks, and empirical research relevant to hospitality environments, with particular emphasis on their applicability to London coffee-shop contexts. While existing literature consistently recognises leadership style as an important influence on employee motivation, this review has shown that many studies rely on idealised theoretical assumptions and hotel-based settings that may not accurately reflect the realities of small, fast-paced hospitality units. 
Transformational leadership is frequently presented as the most effective style for enhancing motivation; however, the review highlighted concerns regarding its practical sustainability in coffee-shop environments characterised by time pressure, limited staffing, and standardised procedures. Transactional leadership was found to provide structure and operational clarity but appeared limited in its ability to sustain long-term motivation beyond short-term compliance. Laissez-faire leadership was consistently associated with negative motivational outcomes, although the literature suggested that such behaviours may sometimes result from organisational constraints rather than deliberate managerial disengagement. 
The chapter also critically evaluated dominant motivation theories, including Self Determination Theory and Herzberg’s Two-Factor Theory, highlighting their limited consideration of the structural and emotional demands of frontline hospitality work. In contexts where autonomy and intrinsic enjoyment are restricted, leadership behaviour emerges as a key factor in shaping employee motivation. 
Importantly, the review identified clear gaps in existing research, including the lack of London-specific studies, the dominance of hotel-based research, and the underrepresentation of employee perspectives. These gaps justify the focus of the present study and inform the quantitative, employee-centred research design outlined in Chapter 3. 
[bookmark: _Toc217252258]CHAPTER 3: METHODOLOGY 
[bookmark: _Toc217252259]3.1 INTRODUCTION 
This chapter describes the methodological processes used to examine how leadership styles influence employee motivation in Caffè Nero branches across London. It outlines the research design, sampling approach, data collection procedure, questionnaire structure, analytical methods, and ethical principles. Presenting these elements clearly ensures methodological transparency and alignment with the study’s aims. 
[bookmark: _Toc217252260]3.2 RESEARCH DESIGN 
A quantitative design was chosen to enable the systematic measurement of employees’ perceptions and to identify trends across participants. Quantitative research allows for the statistical exploration of relationships between variables and supports consistent comparison across individuals (Creswell & Creswell, 2018). As the research examines the connection between leadership behaviours and motivation, a structured survey was deemed the most effective and suitable method for obtaining dependable data in a hospitality environment.

[bookmark: _Toc217252261]3.3 SAMPLING STRATEGY AND PARTICIPANTS 
A non-probability convenience sampling technique was used. Access to formal staff lists was unavailable, making convenience sampling the most practical way to reach employees across multiple branches. This approach is widely used in organisational and hospitality research, where staff availability varies due to differing shift patterns (Saunders, Lewis & Thornhill, 2019). 
Participation was open to Caffè Nero employees in London with at least one month of experience, ensuring sufficient exposure to store-level leadership practices. The target sample size was approximately 50 participants, which is appropriate for small-scale quantitative research and suitable for descriptive and correlational analysis. Although convenience sampling reduces generalisability, it still provides valuable insight into employee experiences within the selected organisation. 
[bookmark: _Toc217252262]3.4 DATA COLLECTION 
Data were collected using an online questionnaire. Electronic surveys are effective for hospitality environments because they accommodate irregular working hours and allow employees to participate at a convenient time. Online formats also enhance anonymity, which can encourage honest feedback about workplace leadership and motivation (Bryman, 2016). 
The questionnaire link was distributed through communication channels commonly used by hospitality staff.  
[bookmark: _Toc217252263]3.5 SURVEY INSTRUMENT 
The questionnaire consisted of four sections. The first section gathered demographic and work-related information, including job role, length of employment, and weekly working hours, to provide contextual background for the analysis. 
Sections I–III measured leadership styles based on established organisational leadership frameworks. Section I assessed transformational leadership, focusing on goal clarity, motivation, recognition, employee development, and fair treatment. Section II examined transactional leadership, capturing performance expectations, rewards, monitoring, and adherence to rules and procedures. Section III measured laissez-faire leadership, reflecting managerial avoidance, lack of guidance, and limited decision-making. 
Section IV assessed employee motivation, drawing on established theories such as Self-Determination Theory and Herzberg’s Two-Factor Theory. Items captured both intrinsic and extrinsic aspects of motivation, including job satisfaction, feeling valued, organisational commitment, and the perceived influence of leadership on motivation. 
All items were measured using a five-point Likert scale, which was selected for consistency and its widespread use in organisational research to assess workplace attitudes and perceptions (Bryman, 2016). 
[bookmark: _Toc217252264]3.6 DATA ANALYSIS 
Once data collection concluded, responses were downloaded, cleaned and transferred into Excel. Descriptive statistics were produced to summarise participant characteristics and identify overall patterns in responses. To address the study’s aims, correlation analysis was used to explore the relationship between different leadership styles and levels of motivation. Correlation is an appropriate analytical method for determining whether changes in one variable correspond with changes in another within a quantitative framework (Creswell & Creswell, 2018). 
[bookmark: _Toc217252265]3.7 RELIABILITY AND VALIDITY 
Reliability was enhanced through the use of consistent Likert-scale measurement and items adapted from previously validated sources. Validity was strengthened by grounding the questionnaire in well-established leadership and motivational theories and by ensuring clear alignment between survey items and the research objectives. However, it is acknowledged that self-reported data can be influenced by personal bias or recent workplace experiences, which may affect responses. 
[bookmark: _Toc217252266]3.8 ETHICAL CONSIDERATIONS 
The study adhered to recognised ethical standards for research involving human participants. Participation was voluntary, anonymous and based on informed consent. No identifying information was collected, and data were used exclusively for academic purposes. Participants retained the right to withdraw at any point prior to submitting their responses. All data were stored securely in accordance with data protection guidelines. 
[bookmark: _Toc217252267]3.9 CHAPTER SUMMARY 
This chapter has outlined the methodological design employed to investigate the relationship between leadership styles and employee motivation within Caffè Nero branches in London. The use of a quantitative approach, convenience sampling, an online questionnaire and correlation-based analysis provide a sound framework for addressing the research questions.  
[bookmark: _Toc217252268]CHAPTER 4: DATA ANALYSIS AND DISCUSSION 
[bookmark: _Toc217252269]4.1 INTRODUCTION 
This chapter presents the analysis and discussion of the data collected to examine the relationship between leadership styles and employee motivation within Caffè Nero branches in London. The primary aim of the study was to explore how transformational, transactional, and laissez-faire leadership styles influence employee motivation in a fast-paced hospitality context. To address this aim, the chapter responds directly to the research questions outlined in Chapter 1, focusing on identifying dominant leadership styles and assessing their relationship with employee motivation. 
A quantitative research approach was adopted, and data were collected through a structured online questionnaire using Likert-scale questions. The findings are based on responses from employees currently working at Caffè Nero branches in London. The analysis includes descriptive statistics to summarise overall trends in leadership styles and motivation, followed by correlation analysis to examine relationships between variables. 
The chapter is structured into several sections. First, descriptive statistics are presented to provide an overview of employee perceptions of leadership styles and motivation. This is followed by an assessment of data reliability. Correlation analysis is then used to explore the relationships between leadership styles and employee motivation. The findings are subsequently discussed in relation to existing literature, and the chapter concludes with a summary of the key results in preparation for Chapter 
5. 
[bookmark: _Toc217252270]4.2 DATA ANALYSIS AND DISCUSSION 

[bookmark: _Toc217252271]4.2.1 DESCRIPTIVE STATISTICS 
Descriptive statistics were used to summarise employees’ perceptions of leadership styles and motivation at Caffè Nero. Mean scores were calculated for each leadership style and for employee motivation to identify general patterns and trends. All items were measured using a five-point Likert scale, where higher mean values indicate stronger agreement with the statements. 
	Variable 
	Mean Score 
	Interpretation 

	 
	 
	 

	Transformational 
Leadership 
	4.06 
	High 

	Transactional 
Leadership 
	3.84 
	Moderately High 

	Laissez-Faire 
Leadership 
	2.65 
	Low to Moderate 

	Employee Motivation 
	4 
	High 


Table 1: Mean Scores for Leadership Styles and Employee Motivation 
The results indicate that transformational leadership received the highest overall mean score (4.06), suggesting that employees generally perceive their managers as motivating, supportive, and respectful. Statements related to recognition, fairness, and encouragement of development were rated particularly highly, indicating that these behaviours are commonly experienced within the organisation. 
Transactional leadership also achieved a relatively high mean score (3.84), reflecting the structured nature of work in Caffè Nero branches. Employees generally agreed that expectations are clear, rules are emphasised, and performance is monitored. However, items related to rewards received slightly lower scores, suggesting that transactional practices may be applied inconsistently. 
In contrast, laissez-faire leadership recorded the lowest mean score (2.65). This indicates that employees generally disagreed with statements suggesting managerial avoidance or lack of guidance. While some respondents reported occasional unavailability of managers, overall perceptions of laissez-faire behaviour were limited. 
Employee motivation achieved a high mean score of 4.00, indicating that respondents generally feel motivated, valued, and committed to their roles. This suggests a positive motivational climate within the selected Caffè Nero branches. 

[bookmark: _Toc217252272]4.2.2 RELIABILITY OF THE DATA 
The reliability of the data was supported through the use of consistent Likert-scale measurement and survey items informed by well-established leadership and motivation theories. The leadership questions were adapted from transformational, transactional, and laissez-faire leadership frameworks, while motivation items were grounded in Self-Determination Theory and Herzberg’s Two-Factor Theory. 
Internal consistency across the leadership and motivation scales was considered acceptable for a small-scale undergraduate study. The use of multiple items to measure each construct enhanced measurement reliability by reducing the influence of individual response bias. Although Cronbach’s Alpha values were not formally calculated, the coherent response patterns and theoretical alignment of the items support the reliability of the dataset. 

[bookmark: _Toc217252273]4.2.3 CORRELATION ANALYSIS 
To examine the relationship between leadership styles and employee motivation, Pearson correlation analysis was conducted. This statistical technique is appropriate for identifying the strength and direction of relationships between continuous variables within quantitative research. 
 
	Leadership Style 
	Correlation 
Coefficient 
(r) 
	Relationship 

	Transformational 
Leadership 
	0.68 
	Strong 
Positive 

	Transactional 
Leadership 
	0.42 
	Moderate 
Positive 

	Laissez-Faire 
Leadership 
	–0.51 
	Moderate 
Negative 


Table 2: Correlation Between Leadership Styles and Employee Motivation 
 
The results show a strong positive correlation between transformational leadership and employee motivation (r = 0.68). This indicates that higher levels of transformational leadership behaviours are associated with higher employee motivation. 
Transactional leadership displayed a moderate positive correlation with motivation (r = 0.42), suggesting that clear expectations, monitoring, and rewards contribute to motivation, but to a lesser extent than transformational practices. 
In contrast, laissez-faire leadership demonstrated a moderate negative correlation with employee motivation (r = –0.51). This suggests that a lack of managerial involvement and guidance is associated with lower motivation among employees. 

[bookmark: _Toc217252274]4.2.4 DISCUSSION OF FINDINGS 
The findings of this study strongly support existing leadership and motivation literature. The strong positive relationship between transformational leadership and employee motivation aligns with previous studies that emphasise the importance of recognition, inspiration, and individual consideration in hospitality environments. Employees appear more motivated when managers provide encouragement, communicate clearly, and treat staff with respect. 
Transactional leadership was found to have a positive but weaker influence on motivation. This supports arguments that while structure, rules, and performance monitoring are necessary in fast-paced hospitality settings, they may not be sufficient to sustain long-term motivation. The findings suggest that transactional leadership is effective for maintaining operational efficiency but does not generate the same level of motivational impact as transformational leadership. 
The negative relationship between laissez-faire leadership and motivation confirms concerns raised in the literature regarding managerial absence and role ambiguity. In hospitality environments such as Caffè Nero, where teamwork and quick decision making are essential, a lack of leadership involvement appears to reduce employee motivation and engagement. 

[bookmark: _Toc217252275]4.2.5 IMPLICATIONS OF THE FINDINGS 
From a theoretical perspective, the findings reinforce leadership theories that highlight the motivational benefits of transformational leadership. The results contribute to the existing body of knowledge by confirming that these theories remain applicable in small-unit, fast-paced coffee-shop environments. 
From a practical standpoint, the results indicate that Caffè Nero managers ought to emphasize transformational behaviours like acknowledgment, communication, and assistance. Although transactional practices are essential for establishing structure and consistency, one should steer clear of an overdependence on corrective supervision. Reducing laissez-faire behaviours could support motivation and lower employee turnover.

[bookmark: _Toc217252276]4.2.6 LIMITATIONS AND FUTURE RESEARCH 
Despite providing valuable insights, this study has several limitations. The sample size was relatively small and limited to a single organisation, which restricts generalisability. Data were self-reported, meaning responses may have been influenced by personal perceptions or recent experiences. Future research could include larger samples, multiple hospitality organisations, or mixed method approaches to gain deeper insight into leadership dynamics. 
[bookmark: _Toc217252277]4.3 SUMMARY OF CHAPTER 4 
This chapter analysed and discussed the relationship between leadership styles and employee motivation within Caffè Nero branches in London. The findings demonstrated that transformational leadership has the strongest positive influence on motivation, while transactional leadership has a moderate effect and laissez-faire leadership has a negative impact. These results provide a strong foundation for the conclusions and recommendations presented in Chapter 5. 
[bookmark: _Toc217252278]CHAPTER 5: CRITICAL CONCLUSIONS, INTEGRATED IMPLICATIONS AND RECOMMENDATIONS 
[bookmark: _Toc217252279]5.1 INTRODUCTION  
This chapter provides a critical synthesis of the findings presented in Chapter 4 and evaluates their significance in relation to the research aim, objectives, and research questions outlined in Chapter 1. It integrates the empirical findings with the leadership and motivation theories discussed in Chapter 2 and reflects on the methodological approach explained in Chapter 3. Rather than restating results, the chapter interprets their meaning within the context of the London hospitality sector, with specific reference to Caffè Nero. 
Importantly, this chapter adopts a reflective and evaluative approach, recognising that leadership does not operate in isolation but within organisational and structural constraints. By situating the findings within both theoretical and practical contexts, the chapter demonstrates how leadership styles function in real-world coffee-shop environments characterised by time pressure, emotional labour, and high employee turnover. The chapter concludes by outlining practical and theoretical implications, acknowledging study limitations, and identifying directions for future research. 
[bookmark: _Toc217252280]5.2 RECONNECTION TO THE RESEARCH AIM AND OBJECTIVES  
As established in Chapter 1, the central aim of this study was to explore how different leadership styles influence employee motivation within Caffè Nero branches in London. The findings presented in Chapter 4 directly address this aim by demonstrating that leadership style is a significant factor shaping employee motivation in this context. 
The results showed that transformational leadership behaviours were most strongly associated with higher motivation levels, while transactional leadership demonstrated a moderate positive relationship and laissez-faire leadership showed a negative association. These findings directly respond to the research objectives by identifying the leadership styles perceived by employees and clarifying how these styles relate to motivation. 
Critically, the findings support the research problem identified in Chapter 1, which highlighted motivation and retention challenges within London’s hospitality sector. The results indicate that employee motivation is not solely influenced by structural factors such as pay, working hours, or job design, but is strongly shaped by daily leadership interactions. This reinforces the argument that leadership style represents a core organisational issue in fast-paced service environments rather than a secondary managerial concern. 
[bookmark: _Toc217252281]5.3 INTEGRATION WITH LEADERSHIP AND MOTIVATION THEORY  
The findings of this study strongly align with, while also critically extending, the leadership and motivation theories discussed in Chapter 2. The strong positive relationship between transformational leadership and employee motivation supports transformational leadership theory, which emphasises inspiration, recognition, and individual consideration as key motivational drivers (Bass and Riggio, 2006). This relationship also reflects principles of Self-Determination Theory, particularly the importance of relatedness and competence in sustaining motivation (Deci and Ryan, 2000; Ryan and Deci, 2017). 
However, the findings also challenge the idealised presentation of transformational leadership in the literature. While transformational behaviours were positively associated with motivation, the operational realities of coffee-shop environments suggest that such behaviours may be applied inconsistently due to time pressure and workload demands. This supports critiques that transformational leadership is context dependent and may be constrained by organisational structure rather than leader intention alone. 
Transactional leadership demonstrated a moderate positive relationship with motivation, supporting arguments that structure, clarity, and performance monitoring remain necessary in standardised hospitality environments (Judge and Piccolo, 2004). Nevertheless, the weaker association compared to transformational leadership supports critiques that transactional leadership primarily encourages compliance rather than deeper psychological engagement (Kuvaas, 2006). This finding reinforces the argument that transactional leadership is most effective when combined with more supportive leadership behaviours. 
The negative relationship between laissez-faire leadership and motivation is consistent with prior research linking passive leadership to dissatisfaction and role ambiguity (Skogstad et al., 2007). Importantly, this study highlights that even limited managerial absence can have a significant negative impact on motivation in fast paced service environments, where employees depend heavily on leadership guidance and availability. 
[bookmark: _Toc217252282]5.4 METHODOLOGICAL REFLECTION AND LINK TO RESEARCH DESIGN  
The quantitative research design outlined in Chapter 3 proved appropriate for addressing the research aim and objectives. The use of a structured online questionnaire and Likert-scale items enabled the systematic measurement of employee perceptions and allowed for correlation analysis between leadership styles and employee motivation. This approach aligns with Saunders, Lewis and Thornhill’s (2019) recommendation that quantitative methods are effective for examining relationships between organisational variables. 
Nevertheless, dependence on self-reported information can lead to possible response bias since employees' views might be swayed by recent interactions or personal attitudes. While this limits objectivity, it also reinforces the relevance of the chosen approach, as motivation and leadership experience are inherently subjective constructs. The focus on employee perceptions is therefore justified, particularly given the study’s aim of capturing lived leadership experiences rather than managerial self-assessments. 
[bookmark: _Toc217252283]5.5 SYNTHESIS AND INTERPRETATION OF EMPIRICAL FINDINGS  
The findings presented in Chapter 4 revealed that transformational leadership was perceived most strongly across the sample and demonstrated the strongest association with employee motivation. Transactional leadership was also present and positively related to motivation, though to a lesser extent. Laissez-faire leadership showed a negative relationship with motivation. 
A critical insight emerging from this synthesis is that leadership effectiveness in Caffè Nero branches appears to depend more on consistency and availability than on the adoption of any single leadership style. Even relatively low levels of laissez-faire behaviour were associated with reduced motivation, suggesting that frontline hospitality employees are highly sensitive to leadership absence. In environments characterised by high customer flow, emotional labour, and rapid task coordination, leadership presence plays a stabilising role that directly influences motivation and engagement. 
[bookmark: _Toc217252284]5.6 PRACTICAL IMPLICATIONS FOR LEADERSHIP IN HOSPITALITY 
The findings have several important practical implications for Caffè Nero and similar hospitality organisations. First, leadership development initiatives should prioritise transformational behaviours such as recognition, communication, and interpersonal support, as these behaviours were most strongly linked to employee motivation. Importantly, such practices require limited financial investment but can significantly enhance employee experience and perceived organisational support. 
Second, transactional leadership practices should be retained to ensure operational clarity and consistency but should not dominate leadership approaches. Over-reliance on corrective supervision may undermine motivation if not balanced with encouragement and recognition. Managers should therefore be supported in developing flexible leadership skills that allow them to adapt to situational demands. 
Third, the negative impact of laissez-faire leadership highlights the importance of leadership presence. Organisations should recognise that managerial unavailability is often structural rather than intentional and may reflect workload pressures. Addressing this issue may require operational adjustments, such as clearer delegation, staffing support during peak periods, or leadership workload redistribution. 
[bookmark: _Toc217252285]5.7 LIMITATIONS AND DIRECTIONS FOR FUTURE RESEARCH 
Despite its contributions, this study has limitations. The sample was limited to a single organisation and a relatively small number of participants, restricting the generalisability of the findings. The cross-sectional design also limits the ability to establish causality between leadership style and motivation. 
Future research could adopt longitudinal or mixed method approaches to explore leadership dynamics over time. Qualitative interviews could provide deeper insight into how employees interpret leadership behaviours in daily operations. Additionally, comparative studies across multiple coffee-shop chains or different London boroughs could enhance contextual understanding and generalisability. 
[bookmark: _Toc217252286]5.8 CHAPTER SUMMARY 
This chapter has critically integrated the study’s findings with its theoretical framework, research design, and original aims. By linking Chapters 1 through 4, it has demonstrated that leadership style plays a significant role in shaping employee motivation within London coffee-shop environments. Transformational leadership emerged as the most influential style, while laissez-faire leadership was shown to undermine motivation. The conclusions and recommendations presented provide both theoretical insight and practical guidance, bringing the dissertation to a coherent and well-supported conclusion. 
 













 
 
[bookmark: _Toc217252287]REFERENCES 
1. Bass, B.M. and Riggio, R.E., 2006. Transformational leadership. Psychology press. 
2. Breevaart, K., Bakker, A., Hetland, J., Demerouti, E., Olsen, O.K. and Espevik, R., 2014. Daily transactional and transformational leadership and daily employee engagement. Journal of occupational and organizational psychology, 87(1), pp.138-157. 
3. Burns, JM (1978). Leadership. New York: Harper and Row. Leadership 
Quarterly, 2(1). 
4. Camilleri, M.A., Troise, C. and Morrison, A.M., 2024. Motivations and commitment to work in the hospitality industry: investigating employee psychology and responsible organizational behaviors. Tourism Review, 79(1), pp.85-103. 
5. Deci, E.L. and Ryan, R.M., 2000. The" what" and" why" of goal pursuits: Human needs and the self-determination of behavior. Psychological inquiry, 11(4), pp.227-268. 
6. Fouad, M., 2019. Impact of leadership style on employee job satisfaction in the hospitality industry. International Journal of Heritage, Tourism and Hospitality, 13(1), pp.1-12. 
7. Gill, A., Mathur, N., Sharma, S.P. and Bhutani, S. (2011) ‘The effects of empowerment and transformational leadership on employee intentions to quit: A study of restaurant workers in India’, International Journal of Management, 28(1), pp. 217–229. 
8. Herzberg, F., Mausner, B. and Snyderman, B.B., 1959 The motivation to work. New York: John Wiley & Sons. 
9. Judge, T.A. and Piccolo, R.F., 2004. Transformational and transactional leadership: a meta-analytic test of their relative validity. Journal of applied psychology, 89(5), p.755. 
10. Kim, W.G. and Brymer, R.A., 2011. The effects of ethical leadership on manager job satisfaction, commitment, behavioral outcomes, and firm performance. International Journal of Hospitality Management, 30(4), pp.10201026. 
11. Liao, H. and Chuang, A., 2007. Transforming service employees and climate: a multilevel, multisource examination of transformational leadership in building long-term service relationships. Journal of applied psychology, 92(4), p.1006. 
12. Mullins, L.J. and Dossor, P., 2013. Hospitality Management and Organisational Behaviour. 5th ed. Pearson. 
13. Pahi, M.H., Abdul-Majid, A.H., Fahd, S., Gilal, A.R., Talpur, B.A., Waqas, A. and Anwar, T., 2022. Leadership style and employees' commitment to service quality: An analysis of the mediation pathway via knowledge sharing. Frontiers in Psychology, 13, p.926779. 
14. Purcell, J. and Hutchinson, S., 2007. Front‐line managers as agents in the HRM‐performance causal chain: theory, analysis and evidence. Human Resource management journal, 17(1), pp.3-20. 
15. Ryan, R.M. and Deci, E.L. (2017) Self-determination theory: Basic psychological needs in motivation, development, and wellness. New York: Guilford Press. 
16. Saunders, M., Lewis, P. and Thornhill, A., 2009. Research methods for business students. Pearson education. 
17. Skogstad, A., Einarsen, S., Torsheim, T., Aasland, M.S. and Hetland, H., 2007. The destructiveness of laissez-faire leadership behavior. Journal of occupational health psychology, 12(1), p.80. 
18. Sun, C.X. ,2022. Leadership styles and their impact on employee engagement in the UK hospitality industry. Independent study. Siam University. 
19. Ward, M., Murray, A., Sandford, M., Panjwani, A. and Masala, F., 2025. Government support for the hospitality sector. House of Commons Library 
Government support for the hospitality sector - House of Commons Library  
20. Bryman, A., 2016. Social research methods. Oxford university press. 
21. Creswell, J. W., & Creswell, J. D. (2018). Research Design: Qualitative, Quantitative, and Mixed Methods Approaches. 5th edition. Sage Publications. 
22. Saunders, M., Lewis, P., & Thornhill, A. (2019) Research Methods for Business Students. 8th ed. Pearson Education Limited. 
 
 
[bookmark: _Toc217252288]APPENDIX  
[bookmark: _Toc217252289]I: SURVEY: LEADERSHIP STYLES AND MOTIVATION AT CAFFÈ NERO 
Are you currently working at a Caffè Nero branch in London? 
 Yes   No 
(If “No”, please do not continue.) 
Section I: Transformational Leadership 
My manager communicates clear goals and expectations. 
My manager motivates employees to perform beyond basic requirements. 
My manager recognises and appreciates employees’ efforts. 
My manager encourages staff development and learning. 
My manager treats employees fairly and with respect. 
Section II: Transactional Leadership 
My manager clearly explains what is required to achieve good performance. 
Good performance is rewarded by my manager. 
My manager focuses on correcting mistakes when they occur. 
My manager closely monitors employee performance. 
Rules and procedures are strongly emphasised by my manager. 
Section III: Laissez-Faire Leadership 
My manager avoids making important decisions. 
My manager is often unavailable when support is needed. 
Employees are left to deal with problems on their own. 
I receive little guidance from my manager. 
 
Section IV: Employee Motivation I feel motivated to do my best at work. 
I feel valued by my manager. 
I am satisfied with my job. 
Leadership at my workplace positively affects my motivation. 
I feel committed to continuing my job at Caffè Nero. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
[bookmark: _Toc217252290]II: ETHICAL FORM 
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Objectives of Ressarch Activity

Demonstrate, brifl, how Existing Research has informed the proposed activity and explain

What the research actvity will 3dd to the body of knowiedge
How it addresses an area of importance

Purpose of Research Activity
Thi stucy investigates he relationship between leadrshp styles snd employes motvtian n the Londan
Rosptalty sectorThe industy experisnces High staf tumover,inconsisten senice qualfy. snd strong
 competion, making effactie leadsrehip and motated employes vial fo businass performance. The
esearch wil xplore how transformaions). transscionsl, and laissez-fir lesdership styles fluence both
intinsic and extrinsi motvation ameng hospitaliy employees. The study sims o generate prectical nsights
for mansgers to reduce tumover and improve workplaca engagement whi also sonibutng o the scademic
Hierature by focusing on the spacic context of London's Rospialty secor

Research Question
1. Whst leadership styes are most commanly practied wirin Londons hospislty sector?

2 How do employess perceive he impact of eadership styles on thef moivation?

3 What s the rlatonship between spaciic leadership sfyies snd employee motistion in London's hospitsity
industy

s box shoud expand a5 you ypel

[Aims of Research Activity
7o identiy the dominant lesdership styles in London's hospitly sector.

- To sssess the levels of intinsic and extansic motivation among hospilty amployees.
- To explore how ciferent lesieshp styles afect motivation snd engagement

Objectives of Research Activity
- Conaucta survey among hospitaity emplayees n Londan.

- Niassure eadership styies using established scsles (29, tansformatonal, ranssectionsl, Isssez.Taire).
- assure intinsic and extinsic motvaton lvels.

- Ansiyse corralations betwasn leadership bahaviours snd mofvaton outcomes.

Proposed methods (maximum 600 words)

Provide a brief summary of al the methods that may be used in the research activty, making it clear
what specific techniques may be used. If methods ofher than those listed in tis section are deemed
appropriate later, additional ethical approval for those methods wil be needed. You do not need to
sty the methods here, but should instead describe how you infend to collect the data necessary.
for vou to complete your proiect

[The research will adopt a quanitalve, oross-sectional survey siralegy. Data vil be collected via an
oniine questionnaire, designed o be completed in 710 minutes, ensuring accessibity for shift.
based employees. The survey wil include-

- Questions reflecting leadership behaviours (aligned with valdated frameworks such as the MLQ).
 liems measuring inirinsic and extrinsic motivation (based on selfdetermination theory).

- Demographic and employmen.related information (e.o., ole, tenure, coniract ype).

‘Sampling will be non-probabilty, recruiting 25-50 partcipants through hospitat nefworks, sector
forums, and employeriemployee groups in London. Inclusion crieria: paricipants aged 18+,
employed in London hospitaly for at east one month. Data wil be analysed using descriptive
statistics and correlation analysis (Pearson/Spearman). Partcipation is anonymous and voluntary,
with informed consent obtained electronicaly

box shoutt

Location of research activity
Identify all locations where research actvity il take place.

Oniine (questionnaire completed remotely by hospitaty employees in Greater London).

Research activity outside of the UK
I research actviy willtake place overseas, you are responsible for ensuring that local ethical
 considerations are complied with and that the relevant permissions are sought. Specify any local
quidelines (e.o. from local professional associationsflearned societies universifies) that exist and
vihether these involve any ethical stipulations beyond those usual in the UK (provide detais of any
licenses or permissions required). Also specify whether there are any speciic ethical issues raised
by the local context in which the research activity is taking place, for example, particular culural
andlor legal sensitvties or vulnerabilties of participants. If you ive in the country wihere you vl do
the research then please state this

No. The study is imited to Greater London

10

Use of documentation not in e public domain: Ae any documents NOT | no =
pudlcly available?
YES o

11

11¥es. please provide Gelails nere of how you vl gain access 1o specific documentation that s not
in the public domain and that fis s in accordance with the current data protection lav of the
country in question and that of England and Wales.
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Doss your research relate fo one or more of the seven aims of the Well-being

of Future Generations (Wales) Act 20167 ves | wo (i o shul sz o vou 51
VTG o every queston, then ihe research acivi s (ecally) ow sk and may be exempt rom some of the
12 | A prosperous Wales o= Tollowing sectons (please refer to Guidance Notes).
13 | Aresitent wales o =
IFYES to any question,then no research activiy should be underlaken unii ul ehical pprovalhas been
14 | A eatter Wales ERIE obtained.
15 | A more cqual Wales o[ = SECTION G Intended Partcipants
16 | A Wales of conssive communties o . .
= Ifthere are no participants then do not complete this section, but go directly to section H.
17 | A Wales o voran cutre and tving Wetsh tangusge o=
15 | A globall responsibie Wales o= e L et —_e
19 [ I1ES 10 any o he sbove, please gve detals 1| Students or staf at e Univesiy? o =
2 | Aduts (over the age of 18 and competent o ive consent)? = [ o
s 5 | Vumeravle asuts? ERIE]
Ghikiren and Young Peopie under e ag¢ of 167 (Cansent rom Paren, Garer or
4| Guaroian i be required e || &
SECTION F: Scope of Research Activity S s
Will the research actvty include: ves | no 54| e e o (e
" [Trose who coul be cansidered o ave  paricuar dependent relatensip it | 0|
1| Use ofa questonnaire o simiar research instrument? = | o the investigstor o s gatekeeper?
o P S | People engaged i legal acties? o[ =
Ghers Piease ndicate the paricipants belov, and speciicaly any group who
5| use ot focus groups? o | = 9 | may be unabi to e consent
4| Use of partcpant iares? o= Detats of any alher paricpant grouss = || =
5| Use of video orsudio recoraing? o=
5| Use o computer-gensrates og es? o=
7| Partcpant observaion wih their knovledge? o=
> Paricipant numbers and source
Gl e STt v Wk aowBi ELG Provide an estimate ofthe expeced number of pariipants. How wilyou denii paricipants and
o[ Rccess o gl o consentl st v e picgan spse |y | how il iy be recruteq?
How many partipants are
“Adminsiaton of any quesions, e Stmulpresentation Taf my be bt 2550
10| experinced s physical. menaly or emotonally hami ofnsive? o= 10 | expected
11| Performance of any acts which may cause embarassment o afectseltesteem? | B | ® o sreutle 2
12 | investgatin of partcpants invoved i legal acties? ) 11 | o withe partcipants be? | Aduts (16 employed inthe London hospiaity sector
13 | Use of procedures that invalve deception? o= e
14_| Administraion of any substance, agent orplacebo? o=
15| Woring vt I vertbratsanimai? ERIE) 1| o ALYOU N 1S | ot ua b recutes troush st networ,sector
16_| Procedures that may have a negative impact on the environment? o[® e oy qocge I arlon
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“Minimal risks. Potestial minor discomfort Som | Survey & short (7-10 mins), non-sensiive, aad

reflecing on work experiences. oluatary. Participants may scp qustions or
nformation for partiipants it
e ves | no | wma " it s
il you Gescrbe The Mai research proceaures i paricpans i
13 | agvance. so that they are informed about whit to expect? 2 |e| &8
14| Wil youtel paricipants that thir partcpation s voluntary? = |o| o
15 | Wit you obtan writen consent for parcpation? ® |o| o T research sy may ncude sensive, Smaassing o upseting 1pics (e.9. exual S,
<o TVl you explain o paricipars thlrfusl o paricpats n e P R g use) orissues fikely f disclose information equiting frther action (e g criminalaciiy), Give
research il not affect thir reatment or education (f relevant)? | detas of the procecures to e ith these fssues, including any supportiadvice (e.0. helpine
. iihe rossarch s obseratona, wilyou ask parilpans for i O I numbers) o be ofered o pariipants. Note hat where applicable, consent procedures should
ot ibt e abaeri make L coarnatf somelng polenal o acualy legl s dscoered n h course of  prjct
/il you tell participants that they may withdraw from the research at .
15 | o e o g i fom e eocarch ot |
Wilh quesiionnairs, il you gve pariipants e opton of omiting
19 | questions they do not want to answer? = E g WA, r
20 [y o parpartsht it e wi e st s 1 G o e oo 2o
sonfdentaliv and thal fLeudlshed Ll nol pe Wentifable as theirs” 4 | For example: personal health & satety, physical hamm, emtional distress, sk of accusation of
Wil you debrief artipants 2 he end of her paricpation n 2 way i 5 ;
21 | aporopriate to the type of research undertaken? oL hermimoroprets. Sonfict of nferest
pprop" o Risk to the investigator. Fow you wil lgate o 7k o e vesigator
22 [ 11O to any of above questions, plase give an explanation
None anficipated beyond rouine online Data collected rematel, no face-to-face
esiich, inferacton
University/nstitutional fsks
Information for participants: ves | wo | wa 5| For example: saverse publicty.fnancialloss_ data proection
i paricipants be paid? Risk o he Universiy o o TR T T o 5 Uty
24 Y18 patbcmants be paid = L = Minimal Full compliance with UWTSD ethical
25 | 1s specialis lecticalor other equipment to be used wih partepans? | @ | ® | © procedures, GDPR, and Data Protecton Act
— pe @1e).
“Are there any financial o ofher inferess t e vesigaior or
28 | University arising from this study? o = o
Wil he research aciviy involve defberatly misieading parepants
27 | any way, or the partial or full concealment of the specific study aims? B = B s e
28 |11 YES to any question, lease provide ful detais  [Environmentarrisks
For example: accidental spilage of poltants, damage o local ecosystems
Risk o the envronment o o wl et e ok s
None.
SECTION H: Anticipated Risks
Disclosure and Barring Service
“Gutine any anticipated risks thal may adversely affect any of e paricipants, e
researchers andlor the University, and the steps that will be taken to address them. If the research activity involves children or vulnerable adults, a Disclosure
and Barting Senvice (DBS) certfcate must be obtaned before any ves | o | wa
1fyou have compieted a full isk assessment (for example 25 required by a abaralory,or extemnal contactwith such parcipants
research collaborator) vou may append tht o this form = 7| Does your research require you o hold 2 current DES Certfcate? o= o
e o
4 | Ful risk assessment completed and appended? e TYES, piease give he cerlicale number. i The Geriiate number & nol

Risks {0 participants
2| For example: sector-specific heaith & safety, emotional distress, financial disclosure, physical harm,
transfer of personal data, sensiive organisaional information

8 | available please wite ‘Pending” in this case any efhical approval will be
ubiect 0 oroviding the aporonriate cerlficale number.

Risk to parfcipans: T.ow you i et e o pararts

SECTION I: Feedback, Consent and Confidentiality
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77 biomei e os weed or I parpones], I I
T Feedback
Wht de-briefing and feedback wilbe provided to partcipants, hovvill tis be dons and hen? TYES, provide 2 descrplion of e special calegory Gata and explaim why fhs Gafa needs o be
collcted
Paricipans wil receive a shortdebrief message at the end ofthe survey, tanking them and
providing contact nformation and resources. 4
7 [informea consent
Describe the amangements to inform potential participants, before providing consent, of what is W late Tigar el sssarctSc BV {Colactsd dxtaHianElont e s o] EVEST IMO)
involved in participating. Describe the arrangements for participants to provide full consent before: materials for publication) be stored in any of the following ways?
data collecion begins. f gaining consent n this way is inappropriat, explain how consent will be 5 | Manual fies (.e.in paper form)? o=
obtained and recorded in accordanc ith prevaiing data protection eqisation
Before starting the survey, pariicipants willview an information and consent page- 6 | University computers? ] o
ivate company computers? o[ =
Gonsent will e oblained via a ick-box agreement before proceeding 7| Prvate company comput
5 | Home or other personal computers? ¥ | O
o shou expand 2 o hpe 9| Laptop computers! CDs/ Portable iskcdrves! memory sicks? o | =
3 [ Confidentiality  Anonymity e 5 &
Sel out how anonymity of paricipants and confidentialty will be ensured i any oupus. I 10} Clouatorseior e g
anonymity is not being ofered, explain why this s the case Ty | Oer—specity I
o identiying information wil b calected i the questionnaire. For 3l stored data, explai the measures in place {o ensure T securiy of he dala collected, data
il 6 hGTdbee i oo sEcioh 12 | confidentiaty, including detalls of backup procedures, passviord protecton, encryption,
Resuls il b reported in aggregate form only. anonymisation and pseudonymisation
Data will e sored on encrypted, password-protected university systems.
Oy the researcher and supervisor will have access
SECTION J: Data Protection and Storage
Data il be retained for 12 months post-project and then deleted.
Dos e research aclily IvaIve personal dafa (as defned by he General
Data Protection Regultion 2016 “GDPR" and the Data Protection Act 201 | YES | NO Mo external sharing autside UWTSD
“pa'y? s exsatas o o
“Personal data” means any nformaton realing o &n GerHTed or GEnEAaEle
natursl person (data subject). An dentifable natursi person is one who can Data Protection
e dentifed, directly orndirecty, n prticular by eference o an dentifer

1| such a2 8 name, an enéiicaton number.focation data, an ontine fasntreror (SRS Wilhe research actvi invaive any of the fllowing acivies YEs | wo
Clee i i e e 13 | Eectoni transter ot data n any form? s [ o
recordings of perticpants is considered o be personal dta. 12 | ST of ata vith ofrs athe Universfy outside of e mmedie research | 0|
If YES. provide a descripton of the data and explain why this data neads to be collected: team?

15 | Sharing of data with other orgarisations? o | =

2 [ Basic demographic nf: o, tenure, contract type; no namesicontact detas). e e e S e T e e gL

o shoul spand s o 17 | Use of personal addresses, postcodes, faxes, emais ortolephone numbers? | 0| 3
Dves b isvolve speci.cotogandata (as defed. by, e ORI XES [IEHO: 15 | Publicaton of data that might allow identfication of indviduals? o | =
TSpecial category data” ieans senaiive prsanal aats coning of oSt 5%

oo catssubfacts = 19 | Use of data management system? = | o
(s)racis or st o,

{6)poticat opimions 20 | Data archiving? o | =
(o reitous peier r cthr bliesof s simiarnatrs,

B o L} 11 YES to any question, please provide fulldetais, explaining how this will be conducted in
Fetatons (Consotsaion) Ak 1993 21 | accordance with the GDPR and Data Profection Act (2013) (and any infernatonal equivalents,
(€)phyaiat o mentat et o conaton, where appropriate):

{9 sext e,
s Data will e stored on encrypied, password-protected university systems
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Only the researcher and supervisor will have access.
Data vil e retained for 12 months post-project and then deleted.

No exteral sharing outside UWTSD.
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SECTION K: Declaration

The information which | have provided is correct and complete 10 the best of my Knowledge. | have,
attempted to identify any risks and issues related to the research actvity and acknowledge my
obiigations and the rights of the participants.

In submiting this application | hereby confir that | undertake to ensure that the above named
eseach aciwvity il meet the University's Research Ethics and Integrity Code of Practce which is
published on the websile: htps /Ay wutsd ac ukresearchiresearchethics!

22 | List alwho will have access o the data generated by the research actvity Date: 301082025
Principal researcher (me) 1 | signature of appiica Madalina Minaela Braha
Supervisor
For STUDENT Submissions:
Direcor of Date: 3010572025
Lo shouit e 2| tudies/Supervisor: il i
23 | Listwho will have control of, and act a5 custodian(s) for, Gata generated by fhe research actviy. 3 ‘Afzal Munna
Supenvisor (Afzal Munna) For STAFF Submissions:
‘Academic Director! Assistant Dater
box shoud u bpe) 4| Dean
Give detals of data storage arangements, iNCluding secuity measures in place [0 profect he Gata, S En
24 | where data wil be stored, how long for, and in wnat form. Wil data be archived —if so how and f pomElie

notwhy not

Data vil e stored on encrypted, password-protected university systems.

Only the researcher and supervisor will have access.

Checklist: Please complete the checkiist below to ensure that you have completed the form according to the
guidelines and attached any required documentation

51w o0 o gudance ot suppied bfore coneing e o
Data will be retained for 12 months post-project and then deleted. B | I have completed ALL RELEVANT sections of the form in ful.
5[ conim hat e rseach sty s rceted soprovalmprnce
(this box should expand as you type)
= [ eve stached  cop of ntinter porova fom il organisation (uhersspproprite)
TP i e i i Sored T o UVTSD Foear b Fapesioy s v ached ik ssssmet (ere soproptate) ONLY TIoK F YOU FAVE
M ot e e R 150 o e, st civt 5 oot o ATTAGHED A FULL RSk ASSESSHENT
" o | undrstand hat sy rsponsoity o onur e shor mamed osearh sty vl oot
ineUnerots ReseaenEbics and heay Codeof Pracies
Confirm that you have read the UWTSD guidance on data management (see | understand that before commencing data collection all documents aimed at respondents
26 | https: /A uwisd ac udlibrary/research-data-management/) YES = B | (including information sheets, consent forms, questionnaires, interview schedules etc.) must be
ot you e e you ned T e a aa unl S our Cotme y e Do Supeisor ot io o Acadme Dvecr
27 | research has completed or the end of your funding wEE =

RESEARCH STUDENTS ONLY
Once complete, submit this form via the MyLSD Doctoral College Portal at (fips:/imytsd wutsd ac ul)

RESEARCH STAFF ONLY
All communications relating to this application during ifs processing must be in wriing and emailed 1o
‘paresearch@uuisd.ac.uk , with the il ‘Ethical Approval followed by your name.

'STUDENTS ON UNDERGRADUATE OR TAUGHT MASTER' PROGRAMMES should submil s form
(and receive the oucome) via systems explained to you by the supervisorimodule leader.
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anonymity is not being ofered, explain why this s the case Ty | Oer—specity I
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Resuls il b reported in aggregate form only. anonymisation and pseudonymisation
Data will e sored on encrypted, password-protected university systems.
Oy the researcher and supervisor will have access
SECTION J: Data Protection and Storage
Data il be retained for 12 months post-project and then deleted.
Dos e research aclily IvaIve personal dafa (as defned by he General
Data Protection Regultion 2016 “GDPR" and the Data Protection Act 201 | YES | NO Mo external sharing autside UWTSD
“pa'y? s exsatas o o
“Personal data” means any nformaton realing o &n GerHTed or GEnEAaEle
natursl person (data subject). An dentifable natursi person is one who can Data Protection
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1| such a2 8 name, an enéiicaton number.focation data, an ontine fasntreror (SRS Wilhe research actvi invaive any of the fllowing acivies YEs | wo
Clee i i e e 13 | Eectoni transter ot data n any form? s [ o
recordings of perticpants is considered o be personal dta. 12 | ST of ata vith ofrs athe Universfy outside of e mmedie research | 0|
If YES. provide a descripton of the data and explain why this data neads to be collected: team?

15 | Sharing of data with other orgarisations? o | =
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Only the researcher and supervisor will have access.
Data vil e retained for 12 months post-project and then deleted.

No exteral sharing outside UWTSD.
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SECTION K: Declaration

The information which | have provided is correct and complete 10 the best of my Knowledge. | have,
attempted to identify any risks and issues related to the research actvity and acknowledge my
obiigations and the rights of the participants.

In submiting this application | hereby confir that | undertake to ensure that the above named
eseach aciwvity il meet the University's Research Ethics and Integrity Code of Practce which is
published on the websile: htps /Ay wutsd ac ukresearchiresearchethics!

22 | List alwho will have access o the data generated by the research actvity Date: 301082025
Principal researcher (me) 1 | signature of appiica Madalina Minaela Braha
Supervisor
For STUDENT Submissions:
Direcor of Date: 3010572025
Lo shouit e 2| tudies/Supervisor: il i
23 | Listwho will have control of, and act a5 custodian(s) for, Gata generated by fhe research actviy. 3 ‘Afzal Munna
Supenvisor (Afzal Munna) For STAFF Submissions:
‘Academic Director! Assistant Dater
box shoud u bpe) 4| Dean
Give detals of data storage arangements, iNCluding secuity measures in place [0 profect he Gata, S En
24 | where data wil be stored, how long for, and in wnat form. Wil data be archived —if so how and f pomElie

notwhy not

Data vil e stored on encrypted, password-protected university systems.

Only the researcher and supervisor will have access.

Checklist: Please complete the checkiist below to ensure that you have completed the form according to the
guidelines and attached any required documentation

51w o0 o gudance ot suppied bfore coneing e o
Data will be retained for 12 months post-project and then deleted. B | I have completed ALL RELEVANT sections of the form in ful.
5[ conim hat e rseach sty s rceted soprovalmprnce
(this box should expand as you type)
= [ eve stached  cop of ntinter porova fom il organisation (uhersspproprite)
TP i e i i Sored T o UVTSD Foear b Fapesioy s v ached ik ssssmet (ere soproptate) ONLY TIoK F YOU FAVE
M ot e e R 150 o e, st civt 5 oot o ATTAGHED A FULL RSk ASSESSHENT
" o | undrstand hat sy rsponsoity o onur e shor mamed osearh sty vl oot
ineUnerots ReseaenEbics and heay Codeof Pracies
Confirm that you have read the UWTSD guidance on data management (see | understand that before commencing data collection all documents aimed at respondents
26 | https: /A uwisd ac udlibrary/research-data-management/) YES = B | (including information sheets, consent forms, questionnaires, interview schedules etc.) must be
ot you e e you ned T e a aa unl S our Cotme y e Do Supeisor ot io o Acadme Dvecr
27 | research has completed or the end of your funding wEE =

RESEARCH STUDENTS ONLY
Once complete, submit this form via the MyLSD Doctoral College Portal at (fips:/imytsd wutsd ac ul)

RESEARCH STAFF ONLY
All communications relating to this application during ifs processing must be in wriing and emailed 1o
‘paresearch@uuisd.ac.uk , with the il ‘Ethical Approval followed by your name.

'STUDENTS ON UNDERGRADUATE OR TAUGHT MASTER' PROGRAMMES should submil s form
(and receive the oucome) via systems explained to you by the supervisorimodule leader.
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