THE UNIVERSITY OF WALES
TRINITY SAINT DAVID
Department of Business Administration

RESEARCH PROPOSAL 

THE IMPACT OF ETHICAL LEADERSHIP ON EMPLOYEE WELL-BEING, ENGAGEMENT, AND TURNOVER INTENTION IN THE UK HOSPITALITY INDUSTRY



Master Thesis


Sara Zahedi
2413741


Lecturer
Dr. Helen Evans




                                                   Swansea- 2025



[bookmark: _Toc196420653]ABSTRACT

The hospitality and hotel sector is fundamental to the UK economy, notably impacting employment, tourist income, and cultural preservation. Notwithstanding its economic significance, the industry has ongoing issues associated with elevated employee turnover, diminished engagement, and workplace stress. This study examines the influence of ethical leadership on employee engagement, well-being, and turnover intention in the UK hotel sector. This study especially examines how employee engagement and well-being moderate the link between ethical leadership and employee turnover. The research seeks to identify essential traits of ethical leadership, distinguish them from unethical actions, and provide practical solutions to mitigate turnover in the industry. The study adopts a realist ontology and a positivist epistemology, using a deductive method based on known ideas and validated by empirical evidence. A mixed-methods approach will be utilised: quantitative data will be collected via structured surveys administered to a minimum of 100 hotel workers, while qualitative insights will be derived from semi-structured interviews with 10 to 15 hotel managers and HR professionals. This method facilitates an exhaustive examination of data patterns and contextual elements. This study aims to address a significant vacuum in UK hospitality literature by providing empirical data about the impact of ethical leadership and the mediating influence of employee engagement and well-being. The results seek to enhance leadership development, human resource practices, and policy formulation within the hotel industry, therefore fostering increased employee retention and organisational success. Expanded cross-cultural insights may arise, improving comprehension of ethical leadership across many cultural and industrial settings.
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[bookmark: _Toc196420655]INTRODUCTION

The hospitality and hotel industry is a crucial contributor to the UK economy, profoundly impacting employment, economic expansion, and cultural preservation. As reported by UK Hospitality (2022), the sector employs 3.5 million people directly, ranking it as the third-largest industry by employment. The hotel sector produces over £93 billion in Gross Value Added (GVA) and provides £54 billion in tax revenues, underscoring its significant economic influence (UK Hospitality, 2022). A study conducted by the UK Parliament (Hutton and Foley, 2021, p. 5) revealed that the hospitality industry contributes approximately 3.0% to the UK’s economic output (GVA) and total employment. In addition to its financial benefits, the industry is essential for the preservation of cultural heritage, especially via heritage hotels that provide genuine guest experiences while protecting historical monuments and customs (Walmsley et al., 2023). Hotels are essential for attracting foreign travellers, thereby enhancing the UK's tourism earnings. In 2022, the UK's tourist industry produced £106 billion, with a substantial share derived from hospitality and lodging services (VisitBritain, 2023). Walmsley et al. (2023) contend that luxury and historic hotels bolster cultural tourism, hence augmenting the UK's international standing as a premier tourist destination. Furthermore, the hotel business invigorates local economies by generating demand for transportation, retail, and entertainment sectors, resulting in supplementary economic advantages (Jones et al., 2023). 
Notwithstanding the many benefits hotels provide to the UK economy, hotels incur an average loss of £3,200 per departing employee annually in the UK (Staff Connect, 2019). Hospitality industry staff are accessible around the clock, and prolonged working hours may result in a stressful work environment and burnout. Employee perception of insufficient care for their well-being by their company may lead to disengagement (Huertas-Valdivia et al., 2019). According to Crabtree (2013), firms experience annual productivity losses amounting to millions of dollars due to employee engagement issues. 
To address the gap between work engagement and disengagement, employee well-being in this demanding profession, and employee desire to leave, this study aims to assess the effects of ethical leadership style on the hospitality sector. Although leaders have a significant impact on work engagement, only a small number of studies have been done to objectively examine how different leadership styles affect hotel staff engagement levels, their well-being, and their intention to leave. No study has been conducted to investigate the effects of ethical leadership on employee engagement, well-being, and job turnover intentions in hotels in the UK. This creates a gap in academic research regarding the specific subscales of ethical leadership and their influence on the aforementioned variables. Additionally, the role of employee engagement and well-being in moderating the relationship between ethical leadership and employees' job turnover intentions has not been explored. This study enhances comprehension of these issues within the hotel industry and addresses the previously noted research void. So, this study aims to;
1. Examine the impact of ethical leadership style on employee engagement, employee well-being, and ultimately their intention to leave their jobs.
One of the objectives of this study is to identify the characteristics of ethical leadership and differentiate them from unethical behaviours. The second objective is to establish the relationship between employee engagement, employee well-being, and job turnover intention in the hotel sector in the UK. The third objective is to determine whether ethical leadership style has a positive effect on employee well-being, engagement, and eventually job attrition. This study produces a set of recommendations on how to reduce the employee job turnover intention in the hotel industry in the UK.
It is expected that companies in the hotel and tourism industries will gain from this study's identification of ethical leadership styles and motivators that result in an engaged working atmosphere with employees’ physical and mental well-being, who perform better on the job and have higher job satisfaction, organisational commitment, and a lower turnover rate. 
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CHAPTER ONE
[bookmark: _Toc196420657]RESEARCH OBJECTIVES & QUESTIONS

[bookmark: _Toc196420658]1.1 Objectives

The objective of this research is to evaluate the impact of ethical leadership on employee engagement, employee well-being, and turnover intention in the UK hotel sector.
Research Objectives: To delineate the attributes of ethical leadership and differentiate them from unethical leadership actions. To investigate the correlation among employee engagement, employee well-being, and turnover intention in the UK hotel industry. To ascertain the degree to which ethical leadership positively influences employee engagement and well-being, and if these factors mediate its impact on turnover intention. To provide actionable suggestions for hotel managers aimed at mitigating employee turnover via the use of ethical leadership practices.
[bookmark: _Toc196420659]1.2. Research Questions: 

What are the prominent characteristics of ethical leadership within the UK hotel sector?
What is the impact of employee engagement and well-being on turnover intentions within the hospitality industry?
What is the influence of ethical leadership on employee engagement, well-being, and turnover intention?
Do employee engagement and well-being serve as mediators in the link between ethical leadership and turnover intention?
This research is expected to provide significant insights for hotel managers, HR experts, and regulators by identifying leadership styles that cultivate a supportive, engaging, and morally sound work environment. These insights may result in heightened employee happiness, improved organisational commitment, and decreased turnover rates, thus enhancing the sustainability and competitiveness of the UK hospitality business.

[bookmark: _Toc196420660]CHAPTER TWO
[bookmark: _Toc196420661]LITERATURE REVIEW

The study of leadership has garnered significant interest in contemporary times, prompting essential enquiries about our comprehension of leaders and leadership (Gelfand et al., 2007; Goethals, 2005). Despite much scholarly attention, a widely agreed-upon definition of leadership remains unattainable, since academics contend that a solitary definition might hinder creativity (Alvesson and Sveningsson, 2003). Leadership has been defined in several ways, such as an intrinsic characteristic, a set of behaviours, or a dynamic process (Bass, 1990; Northouse, 2007). Theories highlight individual characteristics, actions, and the interpersonal interactions between leaders and followers, with post-industrial viewpoints promoting relational and inclusive leadership (Northouse, 2007; Rost, 1991). Influence is often seen as an essential element of leadership, with several definitions characterising it as a mechanism for persuading people to attain objectives (Leithwood et al., 1999). The neutrality of "influence" has elicited concerns about its ethical ramifications, leading theorists to underscore the need for ethical principles in leadership (Wasserberg, 1999; Kotter, 1999). Leadership is defined as an influence-driven activity necessitating ethical concerns. Leadership theories have undergone substantial evolution, starting with trait theories that aimed to discern the intrinsic attributes of leaders. The Great Man Theory asserted that exceptional leaders inherently exhibit distinctive features (Stogdill, 1948). The trait approach was criticised for its failure to predict leadership in many circumstances, resulting in a transition to behavioural theories that emphasise observable behaviours over inherent traits (Judge et al., 2002). Behavioural theories claim that a leader's behaviours significantly impact leadership achievement. Investigations conducted at Ohio State University and the University of Michigan delineated essential facets of leadership behaviour, including task-oriented and people-oriented behaviours (Koçel, 2015). The Managerial Grid, developed by Blake and Mouton, classifies leadership styles according to their emphasis on productivity and human needs, promoting a team management approach that harmonises both (Blake and Mouton, 1964). The contingency approach asserts that successful leadership is contingent upon situational circumstances, such as leader attributes, follower qualities, and environmental context (Fiedler, 1971). Fiedler's Contingency Theory underscores the need of aligning leadership style with situational requirements, while the Path-Goal Theory accentuates the significance of leader behaviour in inspiring followers (House, 1996). Charismatic leadership is defined by the capacity to inspire and motivate via personal allure and effective communication (Koçel, 2015). Conversely, servant leadership emphasises the importance of helping others and cultivating a supportive atmosphere, highlighting ethical conduct and reciprocal trust (Greenleaf, 1977; Daft, 1999).  Transactional leadership emphasises interactions between leaders and followers, using incentives and punishments to attain objectives (Bass, 1990). Transformational leadership aims to enhance followers' performance and motivation by fostering inspiration and emotional engagement (Burns, 1978; Bass, 1990).  Ethical leadership entails exhibiting normatively suitable conduct and promoting ethical norms inside organisations (Brown et al., 2005). Essential elements include integrity, equality, employee orientation, ethical advice, role definition, and power sharing (Kalshoven et al., 2011). Ethical leadership correlates with favourable organisational results, such as increased employee engagement and a robust organisational culture.  Work engagement is characterised as a good, rewarding condition marked by vigour, devotion, and absorption (Schaufeli and Bakker, 2004). It is affected by elements like supervisory support and organisational culture (Hsieh and Wang, 2015). In the hotel sector, elevated employee engagement is associated with enhanced service quality, job satisfaction, and organisational commitment (Jyoti and Dimple, 2022; Karatepe et al., 2021).  Employee well-being includes physical, mental, and emotional wellness inside the workplace (Danna & Griffin, 1999). In the hotel industry, high-stress environments may adversely affect well-being, rendering supportive workplace cultures and wellness programs crucial for improving job satisfaction (Karatepe & Uludag, 2008).  Job turnover intention denotes an employee's expressed willingness to depart from an organisation (Mobley et al., 1979). Comprehending turnover intention is essential for organisations, as it predicts actual turnover and may guide retention tactics (Holtom et al., 2008). Leadership quality and employee comfort with management strongly affect turnover intentions (Allen et al., 2009).  The examination of leadership includes a variety of ideas and concepts, each enhancing our comprehension of good leadership techniques. The interaction among leadership styles, employee engagement, well-being, and turnover intentions underscores the intricacy of organisational dynamics and the need for ethical, flexible leadership in contemporary, swiftly evolving situations.




[bookmark: _Toc196420662]CHAPTER THREE

[bookmark: _Toc153540334][bookmark: _Toc173235627][bookmark: _Toc195128608][bookmark: _Toc196420663]THEORETICAL BACKGROUND AND HYPOTHESIS DEVELOPMENT

This research uses Ethical Leadership Theory and Social Exchange Theory (SET) to investigate the effects of ethical leadership on employee well-being, engagement, and turnover intentions in the UK hospitality sector. Considering the sector's elevated employee turnover and growing apprehensions about workplace mental health and ethical standards, it is essential to investigate the theoretical frameworks that elucidate the impact of leadership behaviours on employee outcomes. Ethical leadership is defined as the exhibition of normatively suitable behaviour via personal acts and interpersonal interactions, and the encouragement of such behaviour among followers (Brown, Treviño, and Harrison, 2005). Ethical leaders are acknowledged for their equity, honesty, integrity, and consideration for others. Kalshoven et al. (2011) assert that ethical leadership includes people orientation, power sharing, and role clarity, which provide a courteous and helpful workplace environment. In the hotel industry, marked by frequent client contacts and emotional demands, such leadership qualities significantly impact organisational culture and staff morale.  Social Exchange Theory (Blau, 1964; Cropanzano and Mitchell, 2005) offers a pertinent framework for comprehending the impact of ethical leadership on workers. This idea posits that equitable and courteous treatment by leaders fosters a feeling of duty in workers, prompting them to reciprocate with good attitudes and behaviours, including increased engagement and loyalty. Ethical leaders foster openness and trust, establishing a psychologically secure atmosphere that mitigates stress and enhances employee well-being. Employees who see themselves as appreciated and respected are thus less likely to exhibit turnover intentions.  Ethical leadership may be conceptualised as a "job resource" within the context of the Job Demands-Resources (JD-R) paradigm (Demerouti et al., 2001). This approach asserts that work resources, including management assistance, may mitigate the adverse impacts of job demands and enhance employee motivation. In this environment, ethical leadership may mitigate emotional strain by ensuring fairness, clarifying roles, and offering constructive criticism, which together enhance resilience and job engagement.  In the UK hospitality sector, where workers often encounter inadequate remuneration, inconsistent schedules, and emotional labour, ethical leadership is especially crucial. Previous studies indicate that ethical leadership in these contexts enhances work satisfaction, reduces burnout, and fosters increased organisational commitment (Kim and Brymer, 2011). By promoting ethical behaviours and fostering a supportive workplace culture, leaders may tackle significant issues such as poor engagement and elevated worker turnover.  This research integrates Ethical Leadership Theory, Social Exchange Theory, and the JD-R model to provide a robust theoretical framework. This multi-theoretical framework facilitates a comprehensive understanding of how ethical leadership impacts employee attitudes and actions in the dynamic and challenging UK hospitality industry.
[bookmark: _Toc196420664]3.1. Ethical Leadership and Employee Well-being

Prior research has repeatedly shown that ethical leadership, characterised by fairness, honesty, and employee care, cultivates a pleasant work environment that enhances employee well-being. Walumbwa et al. (2011) discovered that ethical leadership correlates with enhanced employee psychological well-being, as ethical leaders mitigate work stress and elevate job satisfaction. Avey et al. (2012) similarly found that ethical leadership correlates with reduced burnout and improved mental health across workers across diverse industries. Considering the emotional requirements of the hospitality sector, it is posited that ethical leadership would likewise enhance employee well-being within this profession. Therefore, the following hypothesis is drawn:
H1 There is a relationship between ethical leadership and employee well-being within the UK hospitality sector.
H1a There is a relationship between ethical leadership’s fairness and employee well-being within the UK hospitality sector.
H1b There is a relationship between ethical leadership’s integrity and employee well-being within the UK hospitality sector.
H1c There is a relationship between ethical leadership’s people orientation and employee well-being within the UK hospitality sector.
H1d There is a relationship between ethical leadership’s empowerment and employee well-being within the UK hospitality sector.
H1e There is a relationship between ethical leadership’s role clarification and employee well-being within the UK hospitality sector.
H1f There is a relationship between ethical leadership’s ethical guidance and employee well-being within the UK hospitality sector.
H1g There is a relationship between ethical leadership’s transparency and employee well-being within the UK hospitality sector.

[bookmark: _Toc196420665]3.2. Ethical Leadership and Employee Engagement

Ethical leadership positively influences employee engagement by cultivating trust, respect, and motivation among staff members. Brown et al. (2005) emphasised that ethical leadership enhances employee engagement by fostering openness, fairness, and a feeling of purpose in the workplace. Moreover, Kalshoven et al. (2011) discovered that ethical leadership augments employee motivation and commitment, which are essential elements of engagement. In the UK hospitality sector, where staff engagement is vital for providing exceptional customer service, it is anticipated that ethical leadership would also enhance employee engagement. The following hypothesis is derived from the aforementioned information:
H2 There is a relationship between ethical leadership and employee engagement within the UK hospitality sector.
H2a There is a relationship between ethical leadership’s fairness and employee engagement within the UK hospitality sector.
H2b There is a relationship between ethical leadership’s integrity and employee engagement within the UK hospitality sector.
H2c There is a relationship between ethical leadership’s people orientation and employee engagement within the UK hospitality sector.
H2d There is a relationship between ethical leadership’s empowerment and employee engagement within the UK hospitality sector.
H2e There is a relationship between ethical leadership’s role clarification and employee engagement within the UK hospitality sector.
H2f There is a relationship between ethical leadership’s ethical guidance and employee engagement within the UK hospitality sector.
H2g There is a relationship between ethical leadership’s transparency and employee engagement within the UK hospitality sector.

[bookmark: _Toc196420666]3.3. Ethical Leadership and Job Turnover Intention 
Ethical leadership has shown the capacity to diminish workers' turnover intention by fostering a helpful and trustworthy workplace atmosphere. Kim and Brymer (2011) discovered that ethical leadership in the hospitality sector significantly reduces turnover intention by enhancing work satisfaction, trust in leadership, and organisational commitment. Similarly, Lu et al. (2016) demonstrated that ethical leadership lowers workers' turnover intentions by enhancing their views of equity and organisational support. Given the elevated turnover rates in the UK hospitality sector, it is posited that ethical leadership would similarly have a detrimental influence on turnover intention within this framework. The following hypothesis is developed from the previously stated information:
H3 There is a relationship between ethical leadership and job turnover intention within the UK hospitality sector.
 H3a There is a relationship between ethical leadership’s fairness and job turnover intention within the UK hospitality sector.
H3b There is a relationship between ethical leadership’s integrity and job turnover intention within the UK hospitality sector.
H3c There is a relationship between ethical leadership’s people orientation and job turnover intention within the UK hospitality sector.
H3d There is a relationship between ethical leadership’s empowerment and job turnover intention within the UK hospitality sector.
H3e There is a relationship between ethical leadership’s role clarification and job turnover intention within the UK hospitality sector.
H3f There is a relationship between ethical leadership’s ethical guidance and job turnover intention within the UK hospitality sector.
H3g There is a relationship between ethical leadership’s transparency and job turnover intention within the UK hospitality sector.
[bookmark: _Toc196420667]3.4. Employee Well-being and Job Turnover Intention

Studies indicate that workers exhibiting elevated well-being, encompassing job satisfaction, mental health, and work-life balance, are less inclined to resign from their positions. Wright and Cropanzano (1998) discovered a significant correlation between psychological well-being and decreased turnover intentions, indicating that more contented workers are likely to remain in their positions longer. Schaufeli and Bakker (2004) also noted that enhanced well-being, especially via less burnout and stress, resulted in decreased intentions to resign. It is thus posited that employee well-being will inversely influence turnover intention within the UK hospitality industry. The following  hypothesis has been formulated based on this theoretical, empirical, and practical literature:
H4 There is a relationship between employee well-being and job turnover intention within the UK hospitality sector.
[bookmark: _Toc196420668]3.5. Employee Engagement and Job Turnover Intention

Employees who are engaged exhibit more commitment to their organisation and are less inclined to contemplate departure. Saks (2006) identified a robust negative correlation between employee engagement and turnover intention, indicating that heightened emotional and cognitive involvement in one's employment fosters a deeper commitment to the company. Moreover, Harter et al. (2002) indicated that highly engaged teams regularly exhibited reduced turnover rates. This research posits that heightened employee engagement will result in decreased turnover intention within the UK hospitality sector. The investigation has developed the following hypothesis following the body of available literature.
H5 There is a relationship between employee engagement and job turnover intention within the hospitality sector.
[bookmark: _Toc196420669]3.6. Employee Well-being, Ethical Leadership, and Job Turnover Intention

Ethical leadership promotes a workplace that improves employee well-being by ensuring justice, providing assistance, and upholding moral standards. Consequently, enhanced well-being correlates with reduced turnover intention. Neves and Eisenberger (2012) discovered that workers who saw their leaders as ethical had enhanced psychological well-being, thereby decreasing their inclination to depart from the firm. Yates (2014) emphasised that employee well-being significantly mediates the reduction of turnover intentions, particularly in high-stress service sectors such as hospitality. It is therefore posited that ethical leadership indirectly lowers turnover intention by positively impacting employee well-being. The following hypothesis has been formulated based on the studies that were conducted.
H6 Employee well-being has a mediating role between ethical leadership and job turnover intention within the UK hospitality sector.
[bookmark: _Toc196420670]3.7. Employee Engagement, Ethical Leadership, and Job Turnover Intention

Ethical leadership fosters employee engagement by establishing a workplace environment characterised by trust, equity, and alignment of values. Employees who are engaged have a greater emotional investment in their roles, hence markedly decreasing their propensity to depart. Research conducted by Walumbwa et al. (2011) and Xu and Thomas (2011) corroborates this correlation, demonstrating that ethical leadership enhances employee engagement, therefore resulting in reduced turnover intention. It is therefore posited that employee engagement mediates the correlation between ethical leadership and turnover intention. The subsequent hypothesis is derived from the aforementioned information:
H7 Employee engagement has a mediating role between ethical leadership and job turnover intention within the UK hospitality sector.

[bookmark: _Toc196420671]3.8. Employee Well-being and Employee Engagement

When workers are engaged—indicating a mental and emotional connection to their work—they often report increased job satisfaction, less burnout, and enhanced psychological well-being. Schaufeli and Salanova (2008) contend that engaged workers exhibit more energy and resilience, hence enhancing their overall well-being. Bakker and Demerouti (2008) discovered that involvement mitigates job stress and promotes good affect in the workplace. It is thus hypothesised that employee engagement positively influences employee well-being in the UK hospitality industry.
H8 There is a relationship between employee engagement and employee well-being within the UK hospitality sector.


[bookmark: _Toc196420672]CHAPTER FOUR
[bookmark: _Toc196420673]METHODOLOGY AND APPLICATION

The objective of this part is to explain the study process, including data gathering and analytical procedures. The document has seven subsections addressing the following topics: methodology, research questions and hypotheses, research model, sample, data collection, importance and contribution of the study, and goal.
[bookmark: _Toc173235638][bookmark: _Toc195128620][bookmark: _Toc196420674]3.1. Research Questions
This study is directed by the following research enquiries: 
1. Does Ethical Leadership significantly influence employees' plans to resign, their degree of engagement, and their overall well-being?
2. Do employee engagement and employee well-being serve as mediators in this relationship? 
[bookmark: _Toc173235639][bookmark: _Toc195128621][bookmark: _Toc196420675]3.2. Aim and Objectives of the Research 
This study aims to assess the effects of ethical leadership style on the hospitality sector. Furthermore, this study aims to examine how employee engagement and well-being act as  mediators, elucidating the impact of ethical leaders on the performance of hotels. One of the objectives of this study is to identify the characteristics of ethical leadership and differentiate them from unethical behaviours. The second objective is to establish the relationship between employee engagement, employee well-being, and job turnover intention in the hotel sector in the UK. The third objective is to determine whether ethical leadership style has a positive effect on employee well-being, engagement, and eventually job attrition. This study produces a set of recommendations on how to reduce the employee job turnover intention in the hotel industry in the UK.
[bookmark: _Toc195128622][bookmark: _Toc196420676]3.3. Research Philosophy
[bookmark: _Toc195128623][bookmark: _Toc196420677]3.3.1. Ontology
This research assumes a realist ontological perspective, positing that reality exists irrespective of human experience. The phenomena being examined—namely ethical leadership, employee engagement, well-being, and turnover intention—are seen as quantifiable entities that objectively exist within the hospitality work environment. The research posits that these components may be analysed by empirical data and statistical methods.
[bookmark: _Toc195128624][bookmark: _Toc196420678]3.3.2. Epistemology
This study is grounded on a positivist epistemological framework, highlighting the significance of objective knowledge acquired via empirical inquiry. The research intends to evaluate established ideas and hypotheses using systematic data gathering, usually employing quantitative techniques like surveys. This method facilitates generalisable findings on the correlation between leadership styles and employee outcomes within the hotel sector.
[bookmark: _Toc195128625][bookmark: _Toc196420679]3.3.3.Oxiology
The researcher has implemented measures to preserve objectivity throughout the research process, even though the subject of ethical leadership is intrinsically associated with value-laden concepts. The research design has been infused with ethical considerations, such as the preservation of data confidentiality, anonymity, and informed consent. The researcher recognises the significance of personal values in influencing interest in the subject but endeavours to reduce bias in the interpretation and analysis of data.
[bookmark: _Toc195128626][bookmark: _Toc196420680]3.4. Research Approach
The deductive research approach that will be employed in this study commences with the examination of pre-existing theories regarding ethical leadership, employee engagement, well-being, and turnover intention. Data will be collected to test hypotheses that are developed based on the literature. Given the structured nature of the research and the objective to establish causal relationships among the identified variables, the deductive approach will be suitable.
[bookmark: _Toc173235640][bookmark: _Toc195128627][bookmark: _Toc196420681]3.5. Importance and Contribution of the Research 
A dissertation on this subject has the potential to provide significant insights that might advantage both academics and the hospitality sector in the United Kingdom, while also enhancing our comprehensive grasp of leadership efficacy in a worldwide framework. Presenting empirical information about the correlation between ethical leadership and organisational success within the UK's hospitality sector would contribute to the existing academic research. The study on this topic within the English hospitality sector may provide an opportunity to address a gap in the literature. The dissertation's results may provide hotel managers and other leaders in the UK valuable insights into the importance of ethical leadership practices. This may highlight certain characteristics and behaviours associated with ethical leadership that are particularly beneficial for enhancing employee engagement, job satisfaction, and organisational success in the hospitality industry. The dissertation may provide valuable recommendations to English hotel managers and other leaders on cultivating ethical leadership inside their organisations, based on the study results. Encouraging ethical leadership practices among hotel managers may entail recruitment and selection processes, performance management strategies, and leadership development initiatives. It may also possess wider ramifications for policymakers and industry stakeholders in the UK. It might guide the formulation of policies and programs designed to foster ethical leadership practices in the hospitality sector, therefore enhancing the industry's sustainability and competitiveness. Considering the emphasis on the hospitality sector in the UK, the dissertation may also provide significant cross-cultural perspectives on the influence of ethical leadership within a particular cultural framework. This may improve our comprehension of the variability of leadership,
theories and practices across many cultural contexts, offering significant insights for both academics and practitioners in other areas. 
[bookmark: _Toc173235641][bookmark: _Toc195128628][bookmark: _Toc196420682]3.6. Model of the Research 
[bookmark: _Toc173235642][bookmark: _Toc195128629][bookmark: _Toc196420683]3.7. Research Hypotheses 
[bookmark: _Toc173235643][bookmark: _Toc195128630][bookmark: _Toc196420684]3.8. Sampling and Data Collection 
This study will use a mixed-methods approach to get a thorough grasp of the research issue. This methodology will amalgamate both quantitative and qualitative data collecting techniques.
Quantitative Data Collection
 A standardised questionnaire will be sent to hotel workers across several job categories within the UK hospitality industry. The study seeks to collect quantifiable data about the influence of leadership techniques and corporate social responsibility activities on employee well-being, retention, and job satisfaction.
Qualitative Data Collection
 Semi-structured interviews will be performed with hotel managers and human resources specialists to get comprehensive insights on leadership methodologies and staff retention methods. These interviews will facilitate the examination of qualitative aspects that affect employee experiences in the sector.
Sampling Strategy
A minimum of 100 hotel workers will be chosen from various positions within the UK hospitality industry to guarantee a representative sample for the survey.
Furthermore, interviews will be administered with a select cohort of 10 to 15 hotel managers and HR specialists, offering insights into leadership methodologies and human resource management within the industry.
[bookmark: _Toc195128631][bookmark: _Toc196420685]3.8.1. Anticipated Challenges
This research may face many obstacles throughout the data-gathering phase.
[bookmark: _Toc195128632][bookmark: _Toc196420686]3.6.1.1. Access to Participants: 
Obtaining access to hotel staff and management for involvement in the survey and interviews may pose logistical challenges, particularly in coordinating schedules and ensuring participation from employees across diverse job categories and managerial tiers.
 Participants may demonstrate hesitation to publicly address concerns of workplace health and employee turnover, since these subjects may be seen as sensitive or possibly critical of existing organisational procedures. This may influence the depth and quality of the data gathered.
[bookmark: _Toc196420687]
3.6.1.3. Ensuring Data Authenticity
A further problem involves guaranteeing the authenticity and reliability of survey replies. Participants may provide socially acceptable responses or fail to participate completely in the survey, possibly undermining the data's integrity.








[bookmark: _Toc196420688]CHAPTER FIVE
[bookmark: _Toc196420689]ETHICAL CONSIDERATION

The research will follow the ethical guidelines set by the University of Wales Trinity Saint David, with approval from the university's Research Ethics Committee. The study will focus on ethical leadership, work engagement, and employee well-being in the UK hospitality sector. Participants will be provided with a comprehensive information sheet detailing the purpose, nature, and voluntary aspects of the research. They will be required to provide informed consent before participating in surveys or interviews. Participation is voluntary, and individuals can withdraw at any point without justification. All personal data collected will remain confidential and anonymous, with no identifying information included in the final dissertation or published materials. Data will be securely stored in password-protected digital files, and data management will adhere to the UK General Data Protection Regulation (UK GDPR). The study will avoid physical or psychological harm to participants, and inquiries will be respectful and professional. The research will be executed with integrity, honesty, and transparency, with no findings altered or misrepresented. Any potential conflicts of interest will be clearly disclosed. The research will uphold the highest ethical standards and maintain the dignity and rights of all participants involved.













[bookmark: _Toc196420690]CHAPTER SIX
[bookmark: _Toc196420691]SIGNIFICANCE & CONTRIBUTION

This study is important as it addresses a crucial gap in the literature about the influence of ethical leadership in the UK hospitality industry. Although comprehensive research has explored leadership styles broadly, few studies have explicitly investigated the influence of ethical leadership on employee engagement, well-being, and turnover intentions. This study's results provide a novel viewpoint on the translation of management ethical principles into concrete employee outcomes. The study contributes both theoretically and practically: it enhances the comprehension of ethical leadership and its mechanisms academically, while offering actionable insights for hotel managers and HR practitioners to improve workplace culture, decrease employee turnover, and promote sustainable human resource strategies. Furthermore, the results might impact overarching leadership policies and cultivate a more robust ethical framework within the UK hospitality sector.
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