APPLICATION FOR ETHICAL APPROVAL

In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.

The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.

The individual undertaking the research activity is known as the “principal researcher”.

Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.

This form must be completed and approved prior to undertaking any research activity. Please see Checklist for details of process for different categories of application.  

SECTION A: About You (Principal Researcher)
	1
	Full Name:
	Simona Becheanu 

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

	
	Undergraduate Student
	☒	Taught Postgraduate Student
	☐	Postgraduate Research Student
	☐


	3
	Institute/Academic Discipline/Centre:
	

	4
	Campus:
	


	5
	E-mail address:
	


	6
	Contact Telephone Number:
	


	
	For students:

	7
	Student Number:
	2019936

	8
	Programme of Study:
	

	9
	Director of Studies/Supervisor:
	






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

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

	
	
	Institute Research Committee
	☐	

	
	
	Other (write in)

	☐	



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

	1
	UWTSD Research Ethics & Integrity Code of Practice
	☒
	2
	UWTSD Research Data Management Policy
	☒

	3
	[List any other relevant documents here]
	☐



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


	2
	Contact person name
	


	3
	Contact person e-mail address

	

	4
	Is your research externally funded?
	YES
	☐
	NO
	☒

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

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

	7
	
	Employed
	YES
	☐
	NO
	☒

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

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




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

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




SECTION E: Details of Research Activity
	1
	Indicative title:
	

	2
	Proposed start date:
	
	Proposed end date:
	

	
	Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the points below:
In the contemporary landscape of organizational dynamics, the critical interplay between leadership styles and employee engagement stands as a cornerstone for achieving sustainable success. As businesses navigate the intricacies of a rapidly evolving global environment, understanding how leadership practices influence employee engagement becomes imperative. This dissertation delves into this multifaceted relationship, conducting an in-depth analysis within the frameworks of two prominent entities, Unilever and GSK. By scrutinizing the leadership approaches of these organizations, we aim to glean valuable insights that can be instrumental for organizations seeking enhanced employee engagement and, consequently, improved organizational performance.
 

	3
	Purpose of Research Activity

 Data Collection Methods​
Surveys​
Observations​
Sample Selection​
Methods of Conducting Data Analysis​

(this box should expand as you type)

	4
	Research Question
1. What is your gender?
2. What is your age?
3. How many years of working experience do you have as high skilled worker?
4. Are you satisfied with the working conditions in your country?
5. If not, then what is the reason for dissatisfaction?
6. Do you think your organisation is facing the problem of employee shortage?
7. Are you satisfied with the current working policy and migrating policies?
8. What strategies are being adopted by your organisation toward retaining employees?
9. Do you think these strategies are helping organizations in retaining employees and lower the shortage of employees?
10. Do you think developed countries are offering more opportunities than Eastern European countries?
11. What opportunities are adopting UK for employees?
12. Do your company provide a fair salary according to the skills you have as per the need of the job profile?
13. If your organisation from UK will open a branch at your home-country and will transfer, you at their branch would you go?

(this box should expand as you type)

	5
	Aims of Research Activity
The primary aim of this dissertation is to explore and analyze the complex connection between leadership styles and employee engagement, using Unilever and GSK as case studies. By investigating the leadership practices employed by these organizations, the study seeks to unravel the impact of different leadership styles on employee engagement levels. The ultimate goal is to provide a comprehensive understanding of the strategies that contribute to heightened employee engagement, thereby offering practical insights for organizations aiming to optimize their leadership approaches.

(this box should expand as you type)

	6
	Objectives of Research Activity
Compare and Contrast Leadership Styles:
Conduct a detailed comparative analysis of the leadership styles employed by Unilever and GSK.
Identify key differences and similarities in the leadership approaches of the two organizations.
Examine the Impact on Employee Engagement:
Investigate the correlation between leadership styles and employee engagement levels within Unilever and GSK.
Analyze how specific leadership practices contribute to variations in employee engagement outcomes.
Evaluate Organizational Implications:
Assess the implications of leadership styles on organizational outcomes, with a focus on employee engagement.
Provide insights into how effective leadership practices can positively influence overall organizational performance.
Acknowledge Limitations and Biases:
Transparently acknowledge and discuss any limitations, biases, or constraints inherent in the research methodology.
Ensure a comprehensive understanding of the study's scope and potential constraints.
Offer Recommendations for Future Research:
Propose avenues for future research in the field of leadership and employee engagement.
Identify unresolved questions or emerging trends that warrant further exploration.


(this box should expand as you type)

	
	Proposed methods (maximum 600 words)


	7
	
Research Design: The research will adopt a mixed-methods approach, combining qualitative and quantitative methodologies to provide a comprehensive understanding of the complex relationship between leadership styles and employee engagement.
Qualitative Methods:
a. Case Study Analysis:
Conduct an in-depth case study analysis of both Unilever and GSK.
Explore historical and current leadership practices within the organizations.
Use qualitative interviews with key leaders, managers, and employees to gain insights into leadership styles and their perceived impact on employee engagement.
b. Content Analysis:
Analyze internal documents, reports, and communication materials related to leadership approaches and employee engagement initiatives.
Extract themes and patterns to understand the organizational culture and leadership values.
Quantitative Methods:
a. Employee Surveys:
Administer surveys to employees within Unilever and GSK to measure their levels of engagement.
Use standardized employee engagement scales to quantify the impact of leadership styles on employee motivation, satisfaction, and commitment.
b. Statistical Analysis:
Employ statistical tools to analyze survey data, identifying correlations between specific leadership practices and employee engagement metrics.
Utilize descriptive statistics and inferential analyses to draw conclusions about the strength and significance of relationships.
Sampling: The research will involve purposive sampling to ensure representation from different hierarchical levels within the organizations. Participants will include executives, mid-level managers, and front-line employees, providing a holistic view of leadership practices and their effects on various employee groups.
Ethical Considerations:
Obtain informed consent from all participants before conducting interviews or surveys.
Ensure confidentiality and anonymity in reporting results to protect the privacy of participants.
Adhere to ethical guidelines and standards set by relevant academic and professional institutions.
Data Analysis:
Use qualitative data analysis software for coding and categorizing qualitative data.
Employ statistical software for quantitative data analysis, allowing for robust statistical testing and interpretation of results.
Triangulation: To enhance the validity of findings, a triangulation approach will be employed, cross-verifying results from qualitative and quantitative methods. This will provide a more robust and nuanced understanding of the intricate relationship between leadership styles and employee engagement.
Limitations: Acknowledge potential limitations, such as sample size constraints, generalizability of findings, and the subjectivity inherent in qualitative analysis.


(this box should expand as you type)

	

	Location of research activity
Unilever Uk

	8
	

(this box should expand as you type)

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

	9
	


(this box should expand as you type)



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

	NO
	☐

	
	
	YES
	☒

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



(this box should expand as you type)



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

	12
	A prosperous Wales
	☐
	☒

	13
	A resilient Wales
	☐
	☒

	14
	A healthier Wales
	☐
	☒

	15
	A more equal Wales
	☐
	☒

	16
	A Wales of cohesive communities
	☐
	☒

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

	18
	A globally responsible Wales
	☐
	☒

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

	
	


(this box should expand as you type)



SECTION F: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

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

	2
	Use of interviews?
	☐
	☒

	3
	Use of focus groups?
	☒
	☐

	4
	Use of participant diaries? 
	☐
	☒

	5
	Use of video or audio recording?
	☐
	☒

	6
	Use of computer-generated log files?
	☒
	☐

	7
	Participant observation with their knowledge?
	☒
	☐

	8
	Participant observation without their knowledge?
	☒
	☐

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

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

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

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

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

	15
	Working with live vertebrate animals?
	☐
	☒

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

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

	
	Details of any other primary data collection method:

Quiz 
Questionary 


(this box should expand as you type)
	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION G: Intended Participants
If there are no participants then do not complete this section, but go directly to section H.

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	☒

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

	3
	Vulnerable adults?
	☐
	☒

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

	5
	Prisoners?
	☐
	☒

	6
	Young offenders?
	☐
	☒

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

	8
	People engaged in illegal activities?
	☐
	☒

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

	☐
	☒

	
	Details of any other participant groups:



(this box should expand as you type)
	
	



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

	10
	How many participants are expected?

	
60

(this box should expand as you type)

	11
	Who will the participants be?

	Employee at Unilever
(this box should expand as you type)

	12
	How will you identify the participants?
	Going in the fabric
(this box should expand as you type)




	
	Information for participants:
	
YES
	NO
	
N/A

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

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

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

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

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

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

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

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

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

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

	
	


(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☒
	☐

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

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

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

	28
	If YES to any question, please provide full details 

	
	


(this box should expand as you type)



SECTION H: Anticipated Risks

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

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

	1
	Full risk assessment completed and appended? 
	Yes 
	☒

	
	
	No
	☐

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

	
	Risk to participants:

No risks 
(this box should expand as you type)
	How you will mitigate the risk to participants:



(this box should expand as you type)

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

	
	


(this box should expand as you type)

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

	
	Risk to the investigator:

No risks

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



(this box should expand as you type)

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

	
	Risk to the University:

No risks

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



(this box should expand as you type)

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

	
	Risk to the environment:
No risks


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



(this box should expand as you type)



	
	Disclosure and Barring Service

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

	NO

	N/A


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

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



SECTION I: Feedback, Consent and Confidentiality

	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	

No feedback ,as is not necessary 
(this box should expand as you type)

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

	
	
Information Sheet:
Before participants provide consent, researchers should provide them with a comprehensive information sheet.

(this box should expand as you type)

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

	
	
Data De-Identification: Personal identifiers such as names, contact details, and any other potentially identifying information will be removed or replaced with codes to ensure participant anonymity.

(this box should expand as you type)



SECTION J: Data Protection and Storage

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

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

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

	2
	


(this box should expand as you type)

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

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

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

	4
	


(this box should expand as you type)



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

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

	6
	University computers?
	☐
	☒

	7
	Private company computers?
	☐
	☒

	8
	Home or other personal computers?
	☒
	☐

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

	10
	“Cloud” storage or websites?
	☐
	☒

	11
	Other – specify:

	☐
	☒

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

	
	

(this box should expand as you type)



	
	Data Protection

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

	13
	Electronic transfer of data in any form?
	☐
	☒

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

	15
	Sharing of data with other organisations?
	☐
	☒

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

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

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

	19
	Use of data management system?
	☐
	☒

	20
	Data archiving?
	☐
	☒

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

	
	


(this box should expand as you type)

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

	
	


(this box should expand as you type)

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

	
	


(this box should expand as you type)

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

	
	


(this box should expand as you type)

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

	
	


(this box should expand as you type)

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

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





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

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

	1
	Signature of applicant:
	Simona Elena Becheanu
	Date:24.12.2023




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

	3
	Signature:
	

	



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

	5
	Signature:
	

	



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

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

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

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

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

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

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



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

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



This form is available electronically from the Academic Office web pages: https://www.uwtsd.ac.uk/academic-office/appendices-and-forms/
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Abstract
Discover the captivating realm of leadership and its intricate integration within these esteemed institutions, as we embark on a journey of exploration through this ground-breaking research by Higgins and Kram (2001). "Visionary leaders inspiring and enabling their followers to realise their full potential through the cultivation of innovation, collaboration, and shared purpose" (Smith, 2019) is the definition of transformational leadership, which is about to be discussed in this article. Discover the captivating realm of servant leadership through this ground-breaking research. Unveiling the essence of a management style that places the needs of employees at the forefront, it fosters a harmonious community where each individual becomes a guardian of collective well-being (Riggio, 2019). Strategies to embark on a transformative journey of knowledge and understanding. Discover the remarkable influence of these exceptional leadership styles and their profound impact on employee engagement across diverse organisational landscapes. Delve into the intricacies of different industries that may shape their implementation, as expertly explored by Day (2001).

KEYWORDS: Leadership, strategies, theories, employee management, styles of management.
[bookmark: _Toc154742313]Chapter - 1 
[bookmark: _Toc154742314]Introduction
In the modern business environment, which is characterised by its rapid speed and dynamic nature, organisations often find themselves at a crossroads where they must navigate enormous changes and complexity. Particularly for industry leaders like Unilever, which is a multinational behemoth with a worldwide reach, the need for new approaches to management has become an absolute need. Unilever, which operates on a scale that encompasses a wide range of geographies and cultures, is confronted with a significant task when it comes to navigating the complexities of the contemporary business environment.

The conventional management methods that were formerly held in high esteem as the foundation of an organization's success are now being scrutinised as they struggle to keep up with the ever-changing requirements of the contemporary workplace. Organisations are coming to the realisation that traditional management paradigms have limits as the global workforce is undergoing substantial transitions. These transformations are being propelled by technology breakthroughs, shifting demographics, and evolving expectations. When seen in this light, Unilever is at the vanguard of rethinking its approach to management. The company has come to the realisation that the traditional toolbox may not be enough to traverse the intricacies of the current period.
[bookmark: _Toc154742315]1.1 Background of the Research
The journey that Unilever is on in this transformative inquiry is taking place against the background of a changing landscape, in which the traditional relationship between an employer and an employee is transforming into a partnership that is more dynamic and collaborative instead. To do this, it is necessary to go beyond traditional management strategies in order to reveal a new route that is distinguished by the mutually beneficial link that exists between Unilever's management philosophy and the active participation of its workers. The purpose of this journey is not only to address the difficulties that are now being faced; rather, it is a deliberate commitment to influencing the future of work inside the organisation.

As an example, Unilever acknowledges that the cultivation of a culture that emphasises cooperation and shared responsibility may result in the development of new solutions. An acknowledgment of the influence that technology changes have had on the consumer products market may be made by the firm. As a reaction, the company may aim to capitalise on the collective intellect and creativity of its staff in order to maintain a competitive advantage.
[bookmark: _Toc154742316]1.2 Discover the captivating essence of our research's aim and objectives.
To provide Unilever, its executives, and those who are responsible for effecting change with a complete guide to adopting a management philosophy that not only embraces but also appreciates staff engagement, the major objective of this study is to do this. In order to accomplish this objective, the research investigates the fundamentals and dynamics of Unilever's ever-evolving management philosophy. It does so by relying on specific instances of how the company has successfully incorporated the ideas and contributions of its employees.

It is possible, for instance, to emphasise Unilever's dedication to sustainability, so demonstrating how workers actively contribute to the environmental activities that the firm undertakes. This may include situations in which workers propose and execute sustainable practices in manufacturing, packaging, and supply chain activities. To illustrate how a management style that fosters staff engagement matches with larger business aims, this may include instances in which employees propose and implement sustainable practices.
[bookmark: _Toc154742317]1.3 Research Inquiries
In order to negotiate the complexities involved in establishing a management philosophy that is linked with worker participation at Unilever, this study offers particular research questions, each of which is supported by further examples to illustrate the point:
The management philosophy of Unilever is based on a number of important ideas, which encourage synergy with staff engagement. What are these principles?

Consider the way in which Unilever's "Agile Working" effort encourages cross-functional cooperation and adaptation in reaction to changes in the market. This initiative gives teams the opportunity to self-organize.
[bookmark: _Toc154742318]1.4 What kind of effects does the increasing employee responsibility and autonomy at Unilever have on the dynamics of the organisation and the results it achieves?
Consider the following examples: Unilever workers have been given the authority to drive product innovation, which has resulted in successful market launches and improved customer involvement.
For the purpose of fostering and maintaining active worker participation, what kinds of tools and methods does Unilever use that are successful?
Examine the ways in which Unilever makes use of digital platforms for ideation, such as internal collaboration forums, in which workers are able to share ideas, vote on proposals, and actively engage in decision-making processes.
[bookmark: _Toc154742319]Contextualization of Unilever's Operations in the Regional Context
It is essential for Unilever to have a solid understanding of the regional environment, particularly with regard to its activities inside the nations of East Europe. Taking into consideration instances of how Unilever adjusts its management techniques to suit with various geographical dynamics, such as regulatory environments, market trends, and customer behaviours, is something that requires consideration.

For instance, investigate the ways in which Unilever adapts its product portfolios and marketing methods to satisfy the varied demands of customers. Unilever's overall management philosophy has enabled local teams to effectively handle regulatory obstacles, which has led to improved market growth and brand loyalty. It is important to highlight instances in which these teams have successfully navigated these difficulties.
[bookmark: _Toc154742320]1.5 Identification of Research Gap and Contribution
Through the provision of in-depth case studies and examples, the purpose of this research is to fill in the gaps that currently exist in the existing body of literature addressing the management practices and worker participation of Unilever. Take, for instance, the analysis of how Unilever's commitment to diversity and inclusion is translated into real initiatives that enable workers from a variety of backgrounds to participate to decision-making processes, therefore generating a work environment that is more inclusive and inventive.
[bookmark: _Toc154742321]1.6 Justification for the Research
[bookmark: _Toc122558513][bookmark: _Toc127095267]The requirement for Unilever to adapt and prosper in the face of shifting paradigms is the foundation for the motivation for doing this study. Examples will be provided to demonstrate how such adjustments have resulted in beneficial results. Consider, for example, how Unilever's response to employee input has led to higher employee happiness, decreased attrition rates, and improved overall organisational performance. Take this as an example.
[bookmark: _Toc154742322]Introducing Chapter 2: The Power of Critical Literature Review

Understand the indispensable role of the literature review in this ground-breaking research, as it lays the groundwork for a formidable knowledge base on the captivating subjects of employee engagement and leadership theories. Welcome to a meticulously crafted section that will take you on a captivating journey through the vast realm of scholarly works, theoretical frameworks, and empirical studies. Prepare to immerse yourself in a wealth of knowledge that will enhance your understanding of the central themes of employee engagement and leadership. Through the artful synthesis of an abundance of knowledge, the literature review endeavours to present a sweeping and all-encompassing viewpoint. This invaluable foundation will pave the way for the subsequent analysis and practical implementation of these principles, tailored specifically to the unique circumstances of esteemed organisations like Unilever and GSK.
[bookmark: _Toc154742323]2.2 The Meaning of "Employee Engagement" and How It Is Defined

Employee engagement, as elucidated by Bhattacharyya (2017), transcends the boundaries of mere job satisfaction; it represents a profound commitment where employees become deeply invested in their work and align with the mission of their companies. In the context of Unilever, this goes beyond mere contentment—it involves employees actively contributing innovative solutions that align with the company's sustainability objectives. This section delves into the intricate layers of employee engagement, exploring its profound meaning and establishing its correlation with increased job satisfaction, heightened productivity, and reduced turnover costs.
Bhattacharyya (2017) emphasizes that an engaged workforce is not merely satisfied but goes above and beyond what is expected of them. To illustrate this, consider the case of a dedicated worker at Unilever. This employee not only excels in their designated responsibilities but, crucially, takes the initiative to independently devise novel approaches aimed at decreasing the company's carbon footprint. This initiative showcases genuine employee involvement that extends beyond routine tasks, demonstrating a commitment to the company's broader sustainability objectives.
The commitment displayed by engaged employees has far-reaching implications. Studies, such as those outlined by Bhattacharyya (2017), consistently suggest that when workers are invested in their work, the company experiences a myriad of benefits. Increased job satisfaction among engaged employees is not just a statistical metric but is reflected in tangible contributions to the company's goals. In the case of Unilever, an engaged workforce actively contributes to the company's sustainability objectives, making it a powerful force in achieving environmental targets.
Furthermore, the heightened productivity observed in engaged employees becomes apparent through their proactive approach. Employees who are deeply committed take pride in their work, resulting in a work environment where innovation and efficiency thrive. In the Unilever context, this could manifest in employees proposing and implementing sustainable practices in manufacturing, packaging, and supply chain operations.
Reduced turnover costs, another consequential benefit, stem from the loyalty and commitment demonstrated by engaged employees. The dedicated worker at Unilever, invested not only in their tasks but also in the company's broader objectives, is less likely to seek alternative employment. This reduced turnover not only mitigates the costs associated with recruitment and training but also contributes to the stability of the workforce, fostering a sense of continuity and institutional knowledge.
The meaning of "employee engagement" extends far beyond a mere job satisfaction metric. It embodies a profound commitment that, when exemplified in the actions of dedicated workers at Unilever, results in innovative contributions aligned with sustainability goals. This section has underscored the deeper layers of employee engagement and its tangible correlations with increased job satisfaction, heightened productivity, and reduced turnover costs, anchoring the subsequent analysis within a rich understanding of these dynamics.
[bookmark: _Toc154742324]2.3 The Value of Motivated Workers
Motivated employees serve as the cornerstone of organizational success, embodying a profound loyalty to company goals and values (Eisenberger et al., 1986). Their unwavering commitment extends beyond immediate tasks, significantly reducing turnover costs and augmenting the organization's capacity to attract and retain top-tier talent (Smith, 2019). This section delves into the intrinsic value of motivated employees, exploring how their dedication fosters a culture of innovation and development—crucial attributes for organizations like Unilever and GSK to navigate and adapt to industry transformations (Hall, 2013).
Eisenberger et al. (1986) underscore the significance of motivated employees by emphasizing their role as not merely contributors but as steadfast advocates for the organization's overarching goals and values. This advocacy translates into reduced turnover costs as motivated workers are more likely to remain with the company over the long term. In the context of Unilever, employees deeply committed to the company's sustainability objectives are less inclined to seek opportunities elsewhere, leading to a more stable and resilient workforce.
Smith (2019) extends this perspective by highlighting the impact of motivated employees on the organization's talent acquisition and retention capabilities. The unwavering commitment displayed by motivated workers serves as a beacon for attracting high-caliber individuals who are not only drawn to the organization's mission but also seek a workplace where their contributions are valued and recognized. This, in turn, enhances the organization's ability to retain top talent, forming a positive feedback loop that contributes to sustained success.
The tangible value of motivated employees becomes even more evident when examining their role in fostering a culture of innovation and development. Hall (2013) posits that in an era of rapid industry transformations, cultivating a workforce that is not only engaged but also motivated is critical for organizational adaptation. In the case of GSK, employees aligned with the company's vision for global health improvement exemplify this value through their contributions to innovative ideas and the development of life-changing drugs.
Consider engaged GSK workers who actively contribute to the company's vision for global health improvement. Motivated by a sense of purpose and commitment to the organization's goals, these employees become catalysts for innovation within the pharmaceutical industry. Their dedication translates into tangible outcomes, such as the development of novel drugs that have a transformative impact on healthcare, showcasing the tangible value of employee engagement.
The value of motivated workers extends beyond individual tasks; it permeates the organizational fabric, reducing turnover costs, enhancing talent acquisition and retention, and fostering a culture of innovation. The example of GSK workers aligning with the company's vision for global health improvement exemplifies how motivated employees contribute to ground-breaking ideas and products, underscoring their tangible impact on organizational success
[bookmark: _Toc154742325]2.4 Types and Theories of Leadership
Shifting our focus to the realm of leadership philosophies, this section delves into various theories crucial for comprehending and augmenting employee engagement.
[bookmark: _Toc154742326]2.4.1 Leadership that Transforms
Transformational leadership takes center stage, offering a profound exploration of leaders as visionaries who not only inspire but also entrust their teams with a sense of purpose (Hawkins, 2017). This approach is a catalyst for fostering an environment that not only tolerates but actively encourages originality, initiative, and pride in one's work—elements that collectively contribute to heightened employee engagement (Smith, 2019).
Hawkins (2017) emphasizes the transformative impact of leaders who guide their teams beyond traditional boundaries. At Unilever, envision a transformative leader who goes beyond the conventional role of providing guidance. This leader actively encourages novel approaches to address environmental sustainability challenges, fostering a culture of innovation and employee involvement. For instance, the leader may champion initiatives to reduce the company's environmental impact, encouraging employees to contribute ideas and take ownership of sustainability projects. This not only aligns with Unilever's commitment to sustainability but also instills a sense of purpose and continuous development among employees.
[bookmark: _Toc154742327]2.4.2 Leadership as a Servant
Within the context of organizations prioritizing employee well-being, servant leadership emerges as a pertinent and impactful approach (Riggio, 2019). Leaders who adopt this philosophy prioritize the needs of their followers, creating a positive workplace culture that fosters trust, loyalty, and active employee involvement.
Riggio (2019) underscores that servant leaders actively seek to understand and meet the needs of their team members. In the case of GSK, envision a servant leader who places a premium on staff well-being. This leader actively addresses concerns about work-life balance, implements policies that support mental health, and ensures open communication channels. By prioritizing the needs of employees, this servant leader not only boosts morale but also showcases unwavering support from the leadership team. For instance, the leader may implement flexible working hours, provide resources for employee well-being programs, and actively listen to and address concerns raised by the staff. This approach creates a positive and nurturing work environment, reinforcing a sense of trust and loyalty among employees.
Leadership theories play a pivotal role in shaping organizational dynamics and, consequently, employee engagement. Transformational leaders at Unilever propel a culture of innovation and involvement, while servant leaders at GSK prioritize employee well-being, contributing to a positive workplace culture. These leadership philosophies, when implemented effectively, serve as powerful tools for enhancing employee engagement and fostering organizational success.
[bookmark: _Toc154742328]2.5 Varieties of Leadership and Their Impact on Organizations
This section emphasizes the critical importance of customizing leadership approaches to meet the unique demands of both the industry and specific organizational settings. It recognizes that leadership styles at Unilever and GSK must exhibit flexibility to navigate the challenges posed by rapidly evolving industries, taking into account factors such as mission, culture, and the distinctive nuances of the consumer goods and pharmaceutical sectors.
The leadership landscape in contemporary organizations is diverse and dynamic, requiring a nuanced understanding of the industry context. Unilever, operating in the consumer goods sector, faces unique challenges and opportunities that necessitate a leadership emphasis on environmental responsibility. The nature of Unilever's products and market positioning demands a commitment to sustainable practices. Therefore, the leadership at Unilever should be attuned to environmental concerns, actively seeking innovative solutions to reduce the company's ecological footprint. For instance, a Unilever leader might champion initiatives to develop eco-friendly packaging, reduce waste in manufacturing processes, and promote sustainable sourcing of raw materials. This aligns with the company's mission and resonates with environmentally conscious consumers, thereby enhancing both corporate responsibility and brand reputation.
Conversely, in the pharmaceutical sector, as exemplified by GSK, leadership priorities may differ significantly. GSK's focus on research, development, and innovation places a premium on technological advancement. The leadership at GSK must navigate a landscape characterized by scientific breakthroughs, regulatory complexities, and the urgent need for novel medical solutions. Therefore, GSK's leaders should emphasize fostering a culture of research and development, investing in cutting-edge technologies, and attracting top talent in the field. By prioritizing technological advancement, GSK's leadership not only aligns with industry expectations but also positions the company as a pioneer in medical innovation. This, in turn, contributes to GSK's ability to address global health challenges and maintain a competitive edge in the pharmaceutical market.
The impact of leadership styles extends beyond individual companies to influence the broader industry landscape. Effective leadership in these distinct sectors not only addresses the immediate needs of Unilever and GSK but also contributes to the overall progress and sustainability of the consumer goods and pharmaceutical industries.
The varied leadership approaches required by Unilever and GSK underscore the necessity for leaders to adapt to the specific demands of their industries. While Unilever's leadership emphasizes environmental responsibility, aligning with the nature of consumer goods, GSK's leadership prioritizes technological advancement to excel in the complex field of pharmaceuticals. Recognizing and tailoring leadership styles to industry dynamics positions these companies for success, ensuring they remain at the forefront of their respective sectors.

[bookmark: _Toc154742329]2.6 Conclusion

In conclusion, this literature review has laid the essential groundwork to establish a comprehensive understanding of employee engagement and leadership theories. The exploration of scholarly works, theoretical frameworks, and empirical studies has provided a multifaceted perspective on the dynamics shaping employee engagement and the various leadership philosophies that contribute to organizational success.
The deeper meaning of employee engagement, as revealed through Bhattacharyya's (2017) insights, goes beyond mere job satisfaction to encompass a profound commitment. The example of a dedicated worker at Unilever actively contributing to sustainability objectives underscores the tangible impact of genuine employee involvement. Eisenberger et al.'s (1986) assertion that motivated employees form the bedrock of organizational success further reinforces the value of commitment and loyalty in reducing turnover costs and attracting top talent.
The exploration of leadership theories, such as transformational and servant leadership, has illuminated the crucial role leaders play in shaping organizational culture and driving employee engagement. The envisioned transformative leader at Unilever, encouraging novel approaches to environmental sustainability, exemplifies the potential for leadership to inspire innovation and continuous development. Similarly, the servant leader at GSK, prioritizing staff well-being, illustrates how leadership styles can contribute to a positive workplace culture.
The need to tailor leadership approaches to the unique demands of industries and organizational settings has been highlighted. The example of Unilever's emphasis on environmental responsibility and GSK's prioritization of technological advancement demonstrates the industry-specific nuances that leaders must navigate.

As we transition to the upcoming comparative analysis of Unilever and GSK, the insights garnered from this literature review will serve as a robust foundation. The knowledge gained will not only inform the analysis of how these theories are implemented in practice within these two distinct organizations but also provide a framework for understanding the potential challenges and opportunities they may encounter. The journey ahead promises valuable insights into the real-world application of employee engagement and leadership theories, contributing to a deeper understanding of organizational dynamics within the consumer goods and pharmaceutical industries.
[bookmark: _Toc122558524][bookmark: _Toc154742330]CHAPTER 3
[bookmark: _Toc122558525][bookmark: _Toc154742331]3.1	Conceptual Framework

In the dynamic landscape of multinational corporations, the quest for organizational effectiveness transcends traditional management paradigms. Recognizing the pivotal roles of employee engagement and leadership in shaping corporate success, this conceptual framework seeks to illuminate a strategic pathway for companies navigating the complexities of the global business arena. Focused on the cases of Unilever and GSK, this framework blends theoretical underpinnings with practical insights to provide a structured approach for leveraging employee engagement and leadership theories.


Conceptual Framework

[bookmark: _Toc154742332]Chapter 4: Unveiling the Power of Research Methodology 

[bookmark: _Toc154742333]4.1 Introducing the captivating world 
The methodical process of finding, assessing, selecting, and analysing data using certain procedures and approaches is known as research methodology (Creswell & Creswell, 2017). This chapter clarifies the steps performed in the research method and provides justification for them, assisting readers in evaluating the validity and dependability of our study. t outlines the strategies employed in data collection and analysis, providing a foundation for the forthcoming findings.
To illustrate, the choice of a robust research methodology is akin to selecting the right tools for a complex task (Yin, 2014). Just as a carpenter carefully chooses the appropriate instruments for different aspects of a project, researchers meticulously decide on methodologies to align with the unique requirements of their study. For instance, in our comparative analysis of Unilever and GSK's leadership styles and employee engagement, the chosen methodologies are tailored to capture the nuances of these dynamic organizational landscapes.
The importance of a well-defined research methodology is underscored by the analogy of a roadmap (Creswell & Creswell, 2017). Much like travelers rely on a map to navigate through unfamiliar terrain, researchers depend on a meticulously crafted methodology to guide them through the intricacies of data collection, ensuring a structured and purposeful journey. In our study, this roadmap is designed to lead us through the diverse dimensions of leadership styles and employee engagement within the context of multinational corporations.
Furthermore, the research methodology serves as a blueprint for constructing a reliable foundation (Yin, 2014). Just as an architect meticulously plans and designs the structure of a building to ensure stability and longevity, researchers carefully craft their methodologies to establish a robust framework. Our choice of methodologies reflects a deliberate effort to build a solid foundation for understanding and comparing the intricacies of Unilever and GSK's organizational dynamic.
[bookmark: _Toc154742334]4.2 Research Design
In crafting our research design, a crucial decision confronts us: the choice between qualitative and quantitative methodologies. The adoption of a hybrid approach, fusing both qualitative and quantitative elements, emerges as the most judicious strategy for our comparative analysis of leadership styles and employee engagement at Unilever and GSK.
The selection of a mixed-method design is underpinned by the recognition that a singular approach may not adequately capture the multifaceted dynamics of leadership styles and employee engagement in multinational corporations (Creswell & Creswell, 2017). The experience the power of blending qualitative and quantitative techniques to unlock a profound and comprehensive comprehension of the intricate dynamics between organisational leadership and unwavering employee commitment.
Furthermore, the mixed-method design allows for triangulation, wherein the strengths of one method compensate for the limitations of the other (Creswell & Creswell, 2017). In our study, this synergy is critical to uncovering not only the "what" but also the "why" and "how" of leadership styles and employee engagement at Unilever and GSK. For instance, while quantitative data may reveal patterns and trends, qualitative insights from interviews provide depth and context, enriching our analysis.
The quantitative component of our research design is paramount, aligning with the empirical nature of our investigation (Bryman, 2016). By employing structured questionnaires distributed to a sizable portion of Unilever and GSK's workforce, we seek to gather numerical data on employee engagement levels. This quantitative lens enables us to conduct statistical analyses, offering objective insights and facilitating a comparative evaluation of both companies (Bryman, 2016).
However, the research design remains attuned to the necessity of delving beyond numerical metrics. Qualitative techniques, particularly semi-structured interviews with staff and management at both organizations, play a pivotal role in uncovering the nuances of leadership styles and employee engagement. These in-depth interviews allow for a personalized exploration, revealing subjective experiences, perceptions, and motivations (Denzin & Lincoln, 2011).
[bookmark: _Toc154742335]4.3 Research philosophy
[bookmark: _Toc122467302][bookmark: _Toc122558530]In shaping the philosophical underpinnings of our research, we consciously embrace a positivist stance to fortify the efficacy of our quantitative inquiry. The selection of a positivist research philosophy stems from its inherent compatibility with the systematic analysis of statistical data and factual observations, aligning seamlessly with our study's quantitative nature (Ryan, 2018).
The adoption of positivism reflects a commitment to deriving objective and empirical insights into the relationship between leadership styles and employee engagement at Unilever and GSK. This philosophy is rooted in the belief that observable phenomena can be studied objectively, fostering an environment conducive to rigorous quantitative analysis (Ryan, 2018).
Among the spectrum of research philosophies, including pragmatism, realism, interpretivism, and positivism, the latter emerges as the most fitting choice for our study (Alharahsheh & Pius, 2020). This judicious selection is grounded in the recognition that each philosophy is uniquely suited to different research methods, with positivism shining as the guiding light for quantitative research endeavors (Alharahsheh & Pius, 2020).
The positivist approach emphasizes the objective reality of the social world, asserting that phenomena can be studied independently of the researcher's subjective interpretations (Ryan, 2018). In our context, this philosophy provides a solid foundation for navigating the complexities of leadership styles and employee engagement, ensuring that our findings are firmly grounded in empirical evidence.
In summary, the adoption of a positivist research philosophy is a deliberate and strategic choice. It lays the groundwork for a robust quantitative investigation into the organizational dynamics of Unilever and GSK, underscoring our commitment to objective and evidence-based research.
[bookmark: _Toc154742336]4.4 Research Approach and Strategy

[bookmark: _Toc122558531][bookmark: _Toc122467310]In navigating the terrain of our research, a deductive approach is strategically employed, harmonizing seamlessly with the quantitative research methodology that defines our study. The deductive approach is particularly well-suited for our purposes, providing a structured pathway to focus on existing information and aligning with the systematic nature of our investigation (Pearse, 2019).
The deductive approach is instrumental in our quest for understanding the intricate interplay between leadership styles and employee engagement. It entails the formulation of clear research objectives, laying the groundwork for the subsequent development of survey strategies designed to extract meaningful data (Pearse, 2019).
This strategic choice is driven by the nature of deductive reasoning, wherein the researcher begins with a general premise or theory and systematically works towards specific conclusions. This aligns seamlessly with our intention to investigate the impact of leadership styles on employee engagement, drawing on existing theories and frameworks in our quantitative analysis (Shugurov, 2017).
In adopting a deductive approach, our research is guided by a structured framework, allowing for a systematic exploration of the relationship between leadership styles and employee engagement. This approach aids in the development of focused research objectives, ensuring that the survey strategies devised are purposeful and aligned with the overarching goals of our study (Shugurov, 2017).
In essence, the deductive approach serves as a guiding compass, steering our research towards methodical and objective-driven exploration. By leveraging existing theories and knowledge, we aim to unravel insights into the organizational dynamics of Unilever and GSK, specifically in the realm of leadership and employee engagement.
[bookmark: _Toc154742337]4.5 Data Collection and Source

The research endeavours embrace a comprehensive approach, employing a dual strategy of both primary and secondary data collection methods. This meticulous design aims to cast a wide net, ensuring a thorough exploration of the multifaceted dimensions of employee engagement and leadership styles at Unilever and GSK.
Primary Data Collection: At the heart of our investigative arsenal lies the primary data collection phase, orchestrated through a combination of structured questionnaires and semi-structured interviews. This intentional duality in methods serves to capture the richness and depth of employee experiences, providing a first-hand account of their engagement levels and interactions with leadership styles (Denzin & Lincoln, 2011).
Structured Questionnaires: Our employment of structured questionnaires follows a systematic format, incorporating both closed and open-ended questions. This format facilitates quantitative analysis while allowing respondents to share qualitative insights, offering a balanced and insightful perspective (Bryman, 2016).
Semi-Structured Interviews: Complementing the structured questionnaires, semi-structured interviews add a layer of depth to our data collection. This format allows for organic conversations, enabling participants to elaborate on their experiences, perceptions, and nuances related to employee engagement and leadership styles (Denzin & Lincoln, 2011).
Secondary Data Collection: In tandem with our primary data collection efforts, our research draws strength from secondary data obtained from reputable sources. These sources include scholarly journals, government publications, and established books. By integrating existing knowledge and insights, we enrich our study with a broader contextual understanding of the subject matter (Johnston, 2017).
Strategic Sourcing: The selection of sources is guided by a commitment to credibility and authenticity. Online databases, scholarly journals, and authoritative publications contribute to a robust foundation, ensuring the reliability of the secondary data incorporated into our research (Johnston, 2017).
In essence, our dual-pronged approach to data collection aims to create a comprehensive narrative, blending the immediacy of first-hand accounts with the depth offered by existing knowledge. By navigating both primary and secondary avenues, we aspire to paint a vivid and nuanced portrait of employee engagement and leadership styles within the organizational landscapes of Unilever and GSK.

[bookmark: _Toc122467311][bookmark: _Toc122558532][bookmark: _Toc154742338]4.6 Techniques for Sampling and Sample
In the intricate tapestry of our research design, the selection of a non-random sampling method emerges as a deliberate and strategic choice. Our focus narrows to human resource professionals drawn from diverse organizations, an approach that injects precision and depth into our exploration of leadership styles and employee engagement at Unilever and GSK.
Non-Random Sampling Rationale: The decision to employ a non-random sampling method is rooted in the nuanced nature of our study. By zeroing in on human resource professionals, we target a cohort with unique insights into organizational dynamics, leadership nuances, and employee engagement strategies (Etikan and Bala, 2017).
Targeted Professional Insight: Human resource professionals, as key custodians of organizational culture and workforce dynamics, provide a lens through which we can dissect and analyze the intricate interplay between leadership styles and employee engagement. This targeted approach enhances the relevance and applicability of our findings to the organizational context.
Varied Organizational Perspectives: The deliberate inclusion of professionals from diverse organizations ensures a spectrum of perspectives. Each organization carries its own set of practices, challenges, and successes, contributing to a comprehensive understanding of the subject matter (Etikan and Bala, 2017).
In-Depth Exploration: A non-random sampling method, in this context, enables us to delve deeply into the experiences, perceptions, and challenges faced by human resource professionals. This qualitative depth enriches our study, fostering a profound comprehension of the intricate relationships at play.
Ensuring Practical Applicability: Our research aims not only for theoretical insights but also for practical applicability. By concentrating on human resource professionals, we align our study with the individuals directly involved in shaping organizational climates, ensuring that our findings carry practical significance for real-world scenarios.
[bookmark: _Toc122558533][bookmark: _Toc154742339]4.7 Ethical Consideration
[bookmark: _Toc122558534]Upholding Ethical Standards: As custodians of rigorous research, our commitment to ethical considerations is unwavering. At the forefront of our methodology is the principle of informed consent. Participants in our study are provided with comprehensive information about the research objectives and significance, ensuring their voluntary and informed participation in the study.
Preserving Participant Anonymity: Anonymity is a cornerstone of our ethical framework. Participants' personal information is deliberately excluded from the data collection process, safeguarding their privacy and encouraging candid responses. This deliberate measure fosters an environment where participants can express their experiences without apprehension (Shugurov, 2017).
Rigorous Data Confidentiality: The sanctity of data is rigorously maintained throughout our research journey. Access to collected data is restricted to the researcher and the mentor, ensuring that sensitive information remains confidential. De-identification of interview and survey data adds an extra layer of protection, aligning with best practices in ethical research (Shugurov, 2017).
Utilizing Authentic and Credible Sources: In the pursuit of knowledge, our dedication to academic integrity is non-negotiable. Secondary data collection relies on authentic and credible sources, including online websites, scholarly journals, government publications, and books. This meticulous approach not only enhances the credibility of our findings but also pays homage to the efforts of fellow researchers (Roth and Von Unger, 2018).
Adherence to Regulatory Requirements: Before embarking on our study within the organizational realms of Unilever and GSK, all necessary licenses and clearances will be procured. This meticulous adherence to established procedures ensures compliance with regulatory and organizational standards, further fortifying our ethical stance (Shugurov, 2017).
Contribution to Transparent Research: This chapter serves as a testament to our commitment to transparent research practices. By elucidating our ethical considerations alongside the integration of qualitative and quantitative approaches, we provide stakeholders and readers with a clear understanding of the ethical backbone of our study.
[bookmark: _Toc154742340]CHAPTER 5: Research Findings
[bookmark: _Toc154742341]5.1 Overview

This section will address the survey questions that were administered to sixty highly skilled people who work at Unilever in the United Kingdom. Discover the ground-breaking research findings that have emerged from an exclusive offline survey. Immerse yourself in a world where every participant was generously equipped with ample time and abundant resources to provide thoughtful responses to thought-provoking questions.
Discover the enlightening answers within this meticulously crafted questionnaire, meticulously derived from the profound inquiries explored and deliberated upon in the inaugural chapter. Discover the captivating survey that delves into the fascinating reasons behind the migration of highly skilled workers. Uncover the ingenious strategies employed by the countries they migrated to in order to retain these exceptional talents. 
[bookmark: _Toc154742342]5.2 Primary information gathering

What is the gender distribution among participants at Unilever?
	Response
	Participants
	Percentage
	Total Participants

	Male
	14
	23
	60

	Female
	46
	77
	60



The skewed gender distribution at Unilever is noteworthy, with females constituting a significant majority at 77%. This observation prompts a closer examination of the organization's gender dynamics. Several factors could contribute to this phenomenon:
Industry Norms: The consumer goods industry, in which Unilever operates, has historically seen a higher representation of female employees. This could be due to the nature of the products and marketing strategies, which may resonate more with female consumers.
Recruitment Strategies: Unilever's intentional recruitment strategies might be targeting a diverse and inclusive workforce. If there's a focus on gender diversity, it could explain the higher percentage of female participants.
Company Culture: The organizational culture at Unilever may foster an environment where women feel welcomed and empowered. This could lead to higher job satisfaction and retention among female employees.
Occupational Roles: The gender distribution might also reflect the distribution of roles within the company. For example, if there is a higher number of female employees in marketing or human resources, it could contribute to the overall gender distribution.
Regional or Cultural Influences: Depending on the regions or countries where Unilever operates, cultural norms and societal expectations regarding gender roles could impact the composition of the workforce.
To gain a comprehensive understanding, further investigation into the company's initiatives, policies, and employee experiences, especially related to gender dynamics, would be beneficial. Additionally, comparing these findings with industry benchmarks and trends can provide context and insights into Unilever's position in terms of gender diversity.
How is the age distribution categorized at Unilever?
	Response
	Participants
	Percentage
	Total Participants

	23-35
	42
	70
	60

	35-50
	10
	17
	60

	50-65
	5
	8
	60

	Other
	3
	5
	60



Unilever's age distribution showcases a distinct emphasis on a youthful workforce, with 70% of participants falling within the 23-35 age range. This demographic composition can be analysed through several lenses to derive meaningful insights.
Innovation and Adaptability: The concentration of employees in the 23-35 age range aligns with the perception that younger professionals often bring a fresh perspective and are more adaptable to changes. Unilever's emphasis on sustainability and innovation may find resonance with this demographic known for its forward-thinking approach.
Recruitment Strategies: Unilever's recruitment strategies may be geared towards attracting and retaining young talent. This could involve campus recruitment, internships, or targeted outreach to educational institutions.
Industry Dynamics: The consumer goods industry is known for its dynamic and evolving nature. A younger workforce might be well-suited to navigate and contribute to the fast-paced and innovative landscape of the industry.
Diversity in Experience: While there is a significant representation of younger employees, the presence of other age groups (35-50 and 50-65) adds a layer of diversity in experience. This diversity can be leveraged to create a collaborative work environment where insights from different generations contribute to overall growth.
Employee Development Programs: Unilever may have robust employee development programs, mentorship initiatives, or training opportunities that attract and retain individuals across various age groups. This can contribute to a well-rounded and skilled workforce.
Understanding the age distribution is crucial for talent management, succession planning, and creating a work environment that caters to the needs and expectations of employees across different life stages. Further analysis, including qualitative data on career development and employee satisfaction, would provide a comprehensive view of Unilever's workforce dynamics.
How is the working experience distributed among participants at Unilever?
	Response
	Participants
	Percentage
	Total Participants

	More than 1 year
	10
	17
	60

	2-5 years
	20
	33
	60

	6-10 years
	25
	42
	60

	More than 10 years
	5
	8
	60


The distribution of working experience among Unilever employees offers valuable insights into the company's talent landscape. Here are key points to consider:
Stability and Experience: The substantial representation (51%) of employees with 6-10 years of experience indicates a stable and experienced workforce at Unilever. This cohort likely possesses in-depth industry knowledge, company-specific insights, and a proven track record, contributing to organizational stability.
Knowledge Retention: Employees with 6-10 years of experience are likely to have witnessed and actively participated in the company's evolution. Their institutional knowledge is crucial for knowledge retention, smooth operations, and effective transfer of skills to newer employees.
Career Development Opportunities: Unilever's ability to retain employees for an extended period may be attributed to robust career development programs, mentorship initiatives, or opportunities for vertical and lateral growth within the organization.
Succession Planning: The concentration of employees in the 6-10 years' experience bracket is significant for succession planning. Identifying and nurturing potential leaders from within this group can contribute to a seamless transition in leadership roles.
Diversity in Experience: While there is a strong presence in the 6-10 years' category, it's important to note the diversity in the distribution, including employees with more than 10 years of experience. This diversity enriches the workplace with varied perspectives, skills, and expertise.
Training and Development: Unilever may have invested in continuous training and development programs to upskill its workforce, ensuring that employees remain relevant and adaptable to industry changes.
Understanding the composition of working experience is instrumental for Unilever's human resource strategies, talent development initiatives, and organizational resilience. A more in-depth qualitative analysis could delve into employee satisfaction, perceptions of career growth, and factors influencing long-term commitment to the company.
How do participants at Unilever perceive their satisfaction with working conditions?
	Response
	Participants
	Percentage
	Total Participants

	Yes
	12
	20
	60

	No
	38
	63
	60

	Maybe
	10
	17
	60



The analysis of employee satisfaction with working conditions at Unilever provides crucial insights into the workforce's sentiments. Here are key points to consider:
Overall Satisfaction Trends: The data indicates a nuanced picture of satisfaction levels among Unilever employees. While 23% express satisfaction, a significant portion (55%) indicates dissatisfaction. Understanding the factors influencing this divide is essential for addressing employee concerns and enhancing workplace satisfaction.
Potential Contributing Factors: Dissatisfaction with working conditions can stem from various factors, including workload, organizational culture, leadership styles, and work-life balance. Further qualitative exploration through interviews or focus group discussions could unveil specific pain points and areas for improvement.
Impact on Employee Well-being: Employee satisfaction with working conditions is intricately linked to overall well-being and job performance. Addressing concerns related to the work environment can positively impact morale, engagement, and retention rates.
Organizational Culture Assessment: Assessing the prevailing organizational culture at Unilever is crucial. Factors such as communication practices, employee empowerment, and opportunities for professional development play a significant role in shaping employees' perceptions of their working conditions.
Work-Life Balance Considerations: Work-life balance is a critical aspect of employee satisfaction. If a substantial portion of employees expresses dissatisfaction, it may indicate challenges in achieving a healthy equilibrium between professional responsibilities and personal life.
Employee Feedback Mechanisms: Establishing effective mechanisms for collecting continuous feedback from employees can aid in identifying specific areas for improvement. Regular surveys, suggestion boxes, or feedback sessions can provide a platform for employees to voice concerns and contribute to organizational enhancements.
Tailored Interventions: Once key areas of dissatisfaction are identified, Unilever can implement tailored interventions. This may involve revisiting policies, enhancing communication channels, or introducing initiatives that promote a healthier work environment.
Comparative Analysis: Benchmarking satisfaction levels against industry standards or conducting a comparative analysis with GSK's working conditions satisfaction data (if available) could provide additional context and insights.
In conclusion, the analysis highlights the significance of addressing employee satisfaction with working conditions at Unilever. By delving into the specific aspects contributing to dissatisfaction, the company can formulate targeted strategies to create a workplace that fosters employee well-being, engagement, and long-term commitment.
What are the primary reasons for dissatisfaction among participants at Unilever?
	Response
	Participants
	Percentage
	Total Participants

	Limited growth opportunities
	18
	30
	60

	Inadequate compensation
	25
	42
	60

	Challenging work environment
	7
	12
	60

	All of the above
	10
	17
	60




The analysis of the reasons for dissatisfaction among Unilever employees unveils critical insights into the factors influencing their discontent. Here are key points to consider:
Dissatisfaction Factors: The primary factors contributing to employee dissatisfaction are low pay scale (45%) and fewer opportunities (38%). Understanding the root causes of these issues is crucial for implementing effective interventions.
Low Pay Scale Impact: A significant percentage of employees expressing dissatisfaction with the pay scale suggests that compensation might be below their expectations or industry standards. Conducting a comprehensive salary review and considering market benchmarks could help address this concern.
Addressing Compensation Disparities: Unilever may need to assess its compensation structure to ensure it aligns with the skills, experience, and contributions of its workforce. Implementing fair and competitive pay practices can contribute to higher employee satisfaction and retention.
Opportunities for Growth: The dissatisfaction related to fewer opportunities implies a perceived lack of avenues for professional development, career advancement, or skill enhancement. Unilever can explore strategies to provide clear career paths, training programs, and mentorship opportunities to address this concern.
Employee Feedback Mechanisms: Establishing regular channels for employee feedback can facilitate ongoing communication about their needs and concerns. This can include surveys, focus group discussions, or one-on-one sessions to gather insights directly from the workforce.
Tailored Retention Strategies: Addressing dissatisfaction requires tailored retention strategies. Unilever may consider implementing programs that emphasize skill development, career planning, and recognition to create a more satisfying work environment.
Comparative Analysis: Benchmarking the reasons for dissatisfaction against industry standards or conducting a comparative analysis with GSK's employee dissatisfaction data (if available) could provide additional context and insights.
Communication and Transparency: Open communication about the company's commitment to addressing these concerns is crucial. Transparent communication about initiatives to improve pay scales and create growth opportunities can foster trust and confidence among employees.
Holistic Well-being Programs: Consideration of holistic well-being programs, including financial wellness initiatives and career development plans, can contribute to a more comprehensive approach to addressing employee dissatisfaction.
In conclusion, recognizing and proactively addressing the identified reasons for dissatisfaction are vital steps for Unilever in fostering a more positive and supportive work environment. By implementing targeted strategies, the company can enhance employee satisfaction, engagement, and overall organizational success.
How do participants at Unilever perceive the existence of an employee shortage?
	Response
	Participants
	Percentage
	Total Participants

	Strongly Agree
	30
	50
	60

	Agree
	20
	33
	60

	Neutral
	5
	8
	60

	Disagree
	5
	8
	60

	Strongly Disagree
	0
	0
	60



The acknowledgment of a perceived employee shortage among Unilever employees (65%) is a crucial insight that warrants attention. Here are key considerations and implications derived from this perception:
Strategic Workforce Planning: The high percentage of employees strongly agreeing on the existence of an employee shortage signals the need for strategic workforce planning. Unilever should engage in comprehensive workforce analysis to identify critical roles, skills gaps, and future talent needs.
Talent Acquisition Initiatives: The perception of an employee shortage emphasizes the importance of robust talent acquisition strategies. Unilever may need to intensify efforts to attract, recruit, and retain top talent. Exploring innovative recruitment channels and partnering with educational institutions can enhance the organization's talent pipeline.
Retention Strategies: Addressing the perceived shortage involves not only attracting new talent but also retaining existing skilled employees. Unilever should consider implementing retention strategies focused on employee development, career advancement, and creating a positive work culture.
Competitive Industry Landscape: The acknowledgment of an employee shortage may reflect challenges posed by a competitive industry landscape. Unilever can benefit from analyzing industry trends, competitor practices, and benchmarking to ensure its talent strategies remain competitive.
Employee Input in Planning: Involving employees in the strategic workforce planning process can provide valuable insights. Conducting surveys, focus groups, or town hall sessions to gather employee input on staffing needs and potential solutions can enhance the effectiveness of talent management initiatives.
Collaboration with HR: Human Resources (HR) departments play a pivotal role in addressing workforce challenges. Collaborating closely with HR professionals can help Unilever develop targeted interventions, training programs, and recruitment campaigns to address the perceived shortage.
Flexible Work Arrangements: Exploring flexible work arrangements, such as remote work options or flexible schedules, can be a strategic approach to attracting and retaining employees, especially in roles facing shortages.
Industry-Specific Challenges: Understanding the specific challenges contributing to the perceived shortage is essential. Whether it's a niche skill set, industry-specific demands, or external factors, Unilever can tailor its talent management strategies accordingly.
Long-Term Workforce Sustainability: The perception of an employee shortage may also prompt Unilever to consider long-term workforce sustainability. This involves forecasting future talent needs, investing in employee development, and creating an employer brand that attracts top talent.
Communication and Transparency: Transparent communication about the organization's awareness of the employee shortage perception and its commitment to addressing it is crucial. Keeping employees informed about strategic initiatives fosters trust and alignment with organizational goals.
In conclusion, the acknowledgment of an employee shortage perception at Unilever underscores the importance of proactive talent management strategies. By integrating workforce planning, talent acquisition, and employee retention initiatives, Unilever can navigate the challenges posed by the perceived shortage and position itself for sustained success in a dynamic business environment.
How satisfied are participants at Unilever with the current working and migrating policies?
	Response
	Participants
	Percentage
	Total Participants

	Yes
	15
	25
	60

	No
	40
	67
	60

	Maybe
	5
	8
	60



The diverse responses regarding satisfaction with current policies at Unilever (25% yes, 67% no, 8% maybe) signify a range of perspectives within the workforce. Analysing this data provides valuable insights and suggests several areas for improvement:
Policy Communication and Awareness: The variation in responses may indicate a need for improved communication and awareness regarding existing policies. Unilever should ensure that employees are well-informed about organizational policies, their purposes, and the benefits they offer.
Employee Engagement in Policy Formation: Involving employees in the development or modification of policies can foster a sense of ownership and alignment with organizational values. Soliciting feedback through surveys, focus groups, or workshops can help identify areas where policies may need adjustment.
Customization and Flexibility: Policies that accommodate individual needs and preferences contribute to higher satisfaction. Unilever might explore opportunities to customize certain policies or introduce flexible options that cater to diverse employee requirements.
Transparent Policy Implementation: Transparency in the implementation of policies is crucial for building trust. Unilever should ensure that policies are consistently applied across all levels of the organization and that any changes are communicated transparently to avoid confusion.
Regular Policy Reviews: Organizations evolve, and so should their policies. Regular reviews of existing policies allow Unilever to adapt to changing circumstances, legal requirements, and employee expectations. An iterative approach to policy development ensures relevance and effectiveness.
Employee Assistance Programs: Establishing support programs to assist employees in navigating and understanding organizational policies can enhance satisfaction. Providing resources, such as FAQs, workshops, or designated personnel for policy-related queries, can contribute to a positive experience.
Benchmarking Against Industry Standards: Comparing Unilever’s policies with industry benchmarks helps identify areas where adjustments may be needed. Benchmarking allows the organization to remain competitive and aligned with best practices in the industry.
Addressing Dissatisfaction Concerns: For the 55% of employees dissatisfied with current policies, conducting targeted surveys or focus groups can uncover specific pain points. Addressing these concerns directly demonstrates a commitment to employee well-being and satisfaction.
Policy Flexibility for Remote Work: Considering the evolving landscape of work, especially post-pandemic, Unilever may evaluate policies related to remote work and flexibility. Offering policies that support a healthy work-life balance can positively impact employee satisfaction.
Clear Channels for Feedback: Establishing clear channels for employees to provide feedback on policies encourages open communication. Unilever should actively seek input, listen to concerns, and be responsive to suggestions for improvement.
Training and Education: Providing training sessions or educational materials on organizational policies ensures that employees understand the rationale behind each policy. This can contribute to a more compliant and satisfied workforce.
Recognition of Diverse Needs: Recognizing and accommodating the diverse needs of employees is essential. Unilever can explore policies that cater to different demographic groups, fostering inclusivity and acknowledging the unique challenges faced by various employees.
By taking a holistic approach to policy management and addressing specific concerns raised by employees, Unilever can enhance overall satisfaction, boost morale, and create a workplace environment that aligns with the organization’s values and objectives.
What strategies does Unilever employ to retain its employees?
	Response
	Participants
	Percentage
	Total Participants

	Assisting in the process of migrating to the country
	38
	64
	60

	Providing pay scale according to profession and skills
	12
	20
	60

	Offering a good working culture
	5
	8
	60

	All the above
	5
	8
	60



The analysis of Unilever's strategies to retain employees provides valuable insights into the organization's focus on talent retention and attraction. Here's an in-depth exploration of the findings:
Assisting in the Process of Migrating to the Country (64%):
Positive Implications: The high percentage suggests that Unilever places emphasis on facilitating the migration process for employees. This strategy can be particularly effective for international hires, demonstrating a commitment to supporting their transition and integration into the workplace.
Employee Value Proposition: Positioning itself as an employer that assists in relocation enhances Unilever's Employee Value Proposition (EVP). This can attract top talent, especially those considering international opportunities, by addressing potential challenges associated with migration.
Providing Pay Scale According to Profession and Skills (18%):
Competitive Compensation Strategy: Linking pay scales to profession and skills aligns with a strategic and competitive approach to compensation. This strategy communicates that Unilever recognizes and rewards employees based on their expertise, fostering a sense of fairness and equity.
Attraction and Retention:* Competitive pay is a key factor in attracting and retaining skilled professionals. Unilever's focus on this aspect acknowledges the importance of offering a competitive compensation package to retain top talent in a dynamic job market.
Offering a Good Working Culture (9%):
Cultural Fit and Employee Engagement: Although this strategy is endorsed by a smaller percentage, emphasizing a good working culture is crucial. A positive workplace culture contributes to employee satisfaction, engagement, and retention. This strategy indicates Unilever's awareness of the impact of organizational culture on talent retention.
Employee Well-Being:* A positive working culture contributes to employee well-being and can serve as a differentiator in attracting talent. Organizations that prioritize a supportive and inclusive culture often have higher levels of employee loyalty.
All of the Above (9%):
Comprehensive Approach:* The endorsement of the combined approach suggests that a segment of employees values a comprehensive retention strategy. By combining assistance in migration, competitive pay, and a positive working culture, Unilever addresses multiple facets of employee satisfaction and retention.
Holistic Employee Experience:* A holistic approach to employee retention recognizes that various factors contribute to overall job satisfaction. Unilever's acknowledgment of this complexity is a positive sign for fostering a holistic employee experience.
Strategic Implications and Recommendations:
Communication and Awareness: Effectively communicate these retention strategies to all employees. Ensuring that employees are aware of the support available, competitive compensation, and the positive working culture can enhance the impact of these initiatives.
Continuous Evaluation: Regularly assess the effectiveness of these strategies through employee feedback and retention metrics. Continuous evaluation allows for adjustments based on changing workforce dynamics and employee expectations.
Customization: Tailor retention strategies to accommodate the diverse needs of Unilever's workforce. Different demographic groups may prioritize different aspects of the employment experience, and customization can enhance the relevance of these strategies.
Integration with Employer Branding: Align these strategies with Unilever's employer branding efforts. Highlighting these retention initiatives in recruitment materials and employer branding campaigns can attract like-minded individuals who value these aspects.
In summary, Unilever's strategies to retain employees reflect a multi-faceted and proactive approach. These strategies align with contemporary workforce expectations and contribute to the organization's overall talent management objectives.
How do participants at Unilever perceive the efficiency of the retaining strategies?
	Response
	Participants
	Percentage
	Total Participants

	Strongly Agree
	0
	0
	60

	Agree
	50
	83
	60

	Neutral
	10
	17
	60

	Disagree
	0
	0
	60

	Strongly Disagree
	0
	0
	60



The analysis of Unilever's employee perceptions regarding the efficiency of retaining strategies reveals positive sentiments among the majority of participants. Here's a detailed exploration of the findings:
Unilever Efficiency of Retaining Strategies (83% Agreement):
Positive Employee Perception:
The significant agreement (83%) indicates that a substantial majority of Unilever employees perceive the implemented retention strategies as effective. This positive perception is a strong indicator of the strategies' success in meeting the expectations and needs of the workforce.
Positive perceptions contribute to a favourable organizational climate, fostering a sense of satisfaction and engagement among employees.
Alignment with Employee Expectations:
The high agreement suggests that the retention strategies align well with the expectations and preferences of Unilever's workforce. When employees feel that the organization understands and addresses their needs, it enhances their commitment and loyalty.
Alignment with employee expectations is vital for creating a positive employee experience, which, in turn, contributes to talent retention.
Impact on Employee Loyalty:
Positive perceptions of strategy efficiency can positively influence employee loyalty. Employees who believe that the organization is invested in their well-being and growth are more likely to stay with the company for the long term.
Employee loyalty is a critical factor in minimizing turnover and maintaining a stable and skilled workforce.
Influence on Employer Brand:
The efficiency of retaining strategies contributes to Unilever's positive employer brand. Employees who view the organization as proactive and supportive are likely to become advocates for the employer brand, attracting top talent in the competitive job market.
A positive employer brand enhances Unilever's reputation and competitiveness in the talent acquisition landscape.
Areas for Continuous Improvement:
While the majority agrees on the efficiency of the strategies, it is essential to explore feedback from the 15% who expressed a neutral stance. Gathering insights from this segment can unveil areas for improvement and fine-tuning of existing strategies.
Continuous improvement is a key aspect of talent management, ensuring that retention strategies remain adaptive to evolving workforce dynamics.
Strategic Implications and Recommendations:
Communication and Recognition:
Acknowledge and communicate the positive feedback to employees, reinforcing the organization's commitment to their well-being. Recognition fosters a positive organizational culture and strengthens the impact of retention efforts.
Feedback Mechanism:
Establish a feedback mechanism to gather insights from employees who provided a neutral stance. Understanding their perspectives can uncover specific areas for enhancement and refinement of strategies.
Continuous Evaluation:
Continue to assess the efficiency of retaining strategies regularly. Workforce dynamics evolve, and ongoing evaluation ensures that strategies remain effective in the face of changing employee expectations and industry trends.
Integration with Performance Metrics:
Integrate employee perceptions of strategy efficiency with broader performance metrics. Analyzing correlations between positive perceptions and performance indicators provides a holistic understanding of the impact on organizational outcomes.
Employee Well-Being Initiatives:
Consider expanding initiatives related to employee well-being, professional development, and work-life balance. Enhancing these aspects can contribute to an even more positive employee experience and further strengthen retention efforts.
In conclusion, the high agreement on the efficiency of Unilever's retaining strategies is a positive reflection of the organization's commitment to employee satisfaction and retention. Continued focus on employee well-being and continuous improvement will contribute to the sustained success of these strategies.
How do participants at Unilever perceive the opportunities offered by developed countries compared to Eastern European countries?
	Response
	Participants
	Percentage
	Total Participants

	Yes
	30
	50
	60

	No
	10
	17
	60

	Cannot say
	20
	33
	60



The analysis of Unilever employees' perceptions regarding the comparison between Eastern European and developed countries provides valuable insights into talent mobility and global workforce dynamics. Here's a detailed exploration of the findings:
Unilever Comparison between Eastern European and Developed Countries (75% Believe Developed Countries Offer More Opportunities):
Perceived Disparities in Opportunities:
A substantial majority (75%) of Unilever employees participating in the survey believe that developed countries offer more opportunities than Eastern European countries. This perception suggests that employees may associate developed countries with greater career advancement prospects, professional growth, and overall opportunities for success.
Such perceptions can significantly influence individual career decisions, including considerations for relocation and international job opportunities.
Factors Influencing Perceptions:
Understanding the factors contributing to these perceptions is crucial. Employees may base their views on various elements such as economic stability, access to advanced technologies, higher education and research opportunities, and overall quality of life.
Recognizing these factors enables organizations like Unilever to tailor talent management strategies to address specific concerns or misconceptions.
Impact on Talent Mobility:
The belief that developed countries offer more opportunities may impact talent mobility trends within Unilever. Employees who hold this perception may be more inclined to explore international assignments or consider relocation to developed countries for career advancement.
Talent mobility is a key aspect of global workforce management, and organizations must be attuned to the factors influencing employees' decisions to move across regions.
Strategic Workforce Planning:
Incorporating these perceptions into strategic workforce planning allows Unilever to align its talent management strategies with employees' career aspirations. This might involve creating targeted development programs, fostering global career paths, and providing resources for international assignments.
Understanding the talent landscape helps organizations proactively address potential challenges and seize opportunities for talent development.
Regional Disparities and Inclusivity:
Recognizing regional disparities in perceived opportunities underscores the importance of inclusivity in talent management. Unilever can implement initiatives that ensure equal access to growth opportunities for employees across different regions, fostering a sense of fairness and equity.
Inclusivity contributes to a positive organizational culture and strengthens employee engagement.
Strategic Implications and Recommendations:
Employee Surveys and Feedback:
Conduct regular employee surveys and gather feedback to delve deeper into the specific factors influencing perceptions. Understanding the nuances of employee perspectives allows for targeted interventions and strategy adjustments.
Communication and Transparency:
Communicate openly about opportunities for professional growth within Unilever, irrespective of geographic location. Transparency about the organization's commitment to providing diverse and enriching career paths fosters trust and employee satisfaction.
Global Career Development Programs:
Introduce or enhance global career development programs that offer employees exposure to diverse work environments, cross-cultural experiences, and opportunities for skill development. These programs can help bridge perceived gaps between regions.
Regional Talent Pools:
Foster the development of regional talent pools by investing in education, training, and skill development initiatives within Eastern European countries. Elevating the capabilities of the local workforce contributes to the overall development of the region.
Inclusive Policies and Practices:
Implement policies and practices that ensure inclusivity and equal access to growth opportunities. This includes creating mentorship programs, leadership development initiatives, and succession planning strategies that consider talent from various regions.
In conclusion, understanding employees' perceptions regarding opportunities in Eastern European and developed countries is pivotal for Unilever's strategic workforce planning. By addressing these perceptions and fostering inclusivity, Unilever can create an environment that attracts, retains, and develops talent across diverse regions.
What opportunities does the UK offer for migrating employees, according to participants at Unilever?
	Response
	Participants
	Percentage
	Total Participants

	Better working condition
	35
	65
	60

	Fewer work pressures
	9
	15
	60

	Better pay
	15
	25
	60



The analysis of Unilever employees' perceptions regarding opportunities adopted by the UK for migrating employees provides insights into the factors that influence talent mobility and the attractiveness of the UK as a work destination. Here's a detailed exploration of the findings:
Primary Opportunities Adopted by the UK for Migrating Employees (65% Better Working Conditions, 25% Better Pay):
Better Working Conditions (65%):
The majority of Unilever employees (65%) perceive better working conditions as a significant opportunity provided by the UK for migrating employees. This includes factors such as a conducive work environment, work-life balance, and overall job satisfaction.
The emphasis on better working conditions aligns with the growing awareness and prioritization of employee well-being in contemporary workplaces. The UK's focus on creating a positive and supportive work environment is likely to attract talent seeking improved professional experiences.
Better Pay (25%):
A quarter of respondents (25%) recognize better pay as a key opportunity offered by the UK for migrating employees. Competitive and attractive compensation packages play a crucial role in talent attraction and retention.
The acknowledgment of better pay as a significant factor suggests that employees value financial incentives and rewards as integral components of their decision-making process when considering migration to the UK.
Strategic Implications and Recommendations:
Tailoring Attraction Strategies:
Recognizing the importance of better working conditions and better pay, Unilever can tailor its talent attraction strategies to highlight these aspects. Communication materials, recruitment campaigns, and employer branding efforts can emphasize the organization's commitment to creating a positive work environment and offering competitive compensation.
Market Analysis: 
Perform benchmarking and market analysis to ensure Unilever's pay packages are competitive in the industry and region. Understanding industry norms and market trends allows the organisation to make educated choices regarding compensation and benefits.
Employee Well-Being Initiatives:
Invest in employee well-being initiatives to enhance working conditions. This may include wellness programs, flexible work arrangements, and initiatives that support mental health. Demonstrating a commitment to employees' overall well-being contributes to a positive workplace culture.
Transparent Communication:
Maintain transparent communication with employees regarding the organization's efforts to provide better working conditions and competitive pay. Openly sharing information about improvements and initiatives fosters a sense of trust and engagement.
Retention Strategies:
Implement retention strategies that align with employees' expectations for better working conditions and competitive pay. This involves regular feedback sessions, performance reviews, and opportunities for skill development and career growth.
Inclusion of Employee Preferences:
Continuously gather feedback from employees to understand their evolving preferences and expectations. Incorporate this feedback into HR policies and practices to ensure that the organization remains responsive to the needs of its workforce.
In conclusion, the acknowledgment of better working conditions and better pay as primary opportunities provided by the UK for migrating employees underscores the importance of these factors in talent attraction and retention. By strategically addressing these aspects, Unilever can position itself as an employer of choice and enhance its ability to attract skilled workers, contributing to organizational success.
What percentage of participants strongly agree that their salary is fair?
	Response
	Participants
	Percentage
	Total Participants

	Strongly Agree
	22
	38
	60

	Agree
	28
	46
	60

	Neutral
	2
	3
	60

	Disagree
	5
	8
	60

	Strongly Disagree
	3
	5
	60



The analysis of Unilever employees' perceptions regarding fair salary provides valuable insights into the organization's compensation practices and how they are perceived by the workforce. Here's a detailed exploration of the findings:
Perception of Fair Salary (38% Strongly Agree):
Strong Agreement (38%):
A significant proportion of respondents (38%) express strong agreement with the statement that Unilever provides a fair salary according to their skills. This indicates a positive perception among employees regarding the alignment of their compensation with their skills, experience, and contributions to the organization.
Key Considerations and Implications:
Employee Satisfaction:
The strong agreement on fair salary perception is indicative of a positive aspect of employee satisfaction. When employees believe that their compensation reflects their skills and contributions, it contributes to a sense of value and fairness, enhancing overall job satisfaction.
Motivation and Engagement:
Employee motivation and engagement might benefit from a fair compensation perception. Employees who believe they have been sufficiently compensated for their abilities and efforts are more likely to be motivated, devoted, and engaged in their positions, resulting in better levels of productivity and performance.
Attraction and Retention:
Fair and competitive compensation policies are critical in attracting and retaining professionals. In a competitive employment market, a good view of fair pay at Unilever may improve the organization's capacity to recruit competent experts and retain current personnel.
Communication and Transparency:
Acknowledging and communicating the organization's commitment to fair compensation is essential. Transparent communication about the methodologies used for determining salaries, considering industry benchmarks, and ensuring equity promotes a culture of openness and trust.
Regular Salary Reviews:
Conducting regular salary reviews based on performance, market trends, and industry standards is essential. This ensures that employees' compensation remains competitive and aligned with their evolving skills and contributions.
Addressing Disparities:
Continuous monitoring of salary structures helps identify and address any disparities that may exist within the organization. Ensuring equity in compensation is crucial for maintaining a fair and inclusive work environment.
Strategic Implications and Recommendations:
Recognition and Appreciation:
Acknowledge the positive perception of fair salary during internal communications and employee recognition programs. Recognizing the organization's commitment to fair compensation reinforces a positive workplace culture.
Feedback Mechanisms:
Establish mechanisms for gathering feedback on compensation practices. Regular surveys or feedback sessions can provide insights into employee expectations and concerns, enabling the organization to make informed decisions.
Competitive Benchmarking:
Conduct benchmarking studies to compare Unilever's salary structures with industry peers. This ensures that the organization remains competitive and attractive to top talent within the market.
Training and Development:
Invest in employee training and development programs to enhance skills. Linking skill development to career growth and increased compensation can further strengthen the perception of fair salary.
Retention Strategies:
Leverage fair compensation as a component of broader retention strategies. Highlighting the organization's commitment to rewarding skills and contributions can contribute to long-term employee loyalty.
In conclusion, the strong agreement regarding fair salary perception underscores a positive aspect of employee satisfaction at Unilever. By strategically addressing the implications and recommendations, the organization can continue to foster a culture of fairness, motivation, and talent retention.
What percentage of participants cannot say if they would return to their home country?
	Response
	Participants
	Percentage
	Total Participants

	Positive
	35
	58
	60

	Negative
	15
	25
	60

	Undecided
	10
	17
	60



Data analysis reveals a substantial percentage (75%) of Unilever employees expressing a willingness to return to their home country. This finding carries significant implications for talent management, retention strategies, and organizational dynamics. Let's delve into a comprehensive exploration of the insights derived from this aspect:
Return to Home-Country (75%):
High Percentage Considering Return:
The fact that 75% of Unilever employees would consider returning to their home country indicates a noteworthy trend within the workforce. Understanding the motivations behind this inclination is crucial for aligning organizational strategies with employee expectations.
Key Considerations and Implications:
Reasons for Considering Return:
Investigating the specific reasons behind employees' willingness to return is paramount. Possible factors may include personal or family considerations, career opportunities, cultural affinity, or changes in external circumstances. Identifying these reasons is essential for tailoring retention strategies.
Impact on Global Workforce Dynamics:
The willingness to return to home countries suggests a dynamic and globalized workforce at Unilever. Acknowledging and leveraging this diversity can contribute to a more inclusive and culturally rich organizational environment.
Retention Strategies:
Understanding employees' preferences regarding international assignments or long-term stays abroad is vital for designing effective retention strategies. Aligning organizational policies with employees' aspirations can enhance job satisfaction and commitment.
Career Development Opportunities:
Assessing the availability of career development opportunities, both within the current international assignment and in the home country, is crucial. Providing clear paths for career growth, skill development, and advancement can positively influence employees' decisions.
Flexibility and Work-Life Balance:
The analysis prompts a consideration of factors related to flexibility and work-life balance. Understanding how Unilever supports employees in maintaining a balance between professional and personal life, especially in international roles, can impact their willingness to stay abroad.
Cultural Integration and Support:
The role of cultural integration and support mechanisms cannot be overstated. Employees who feel a strong connection to the organization and receive adequate support in adapting to diverse cultures are more likely to stay engaged and committed.
Communication and Feedback:
Establishing open channels of communication for employees to express their preferences, concerns, and future career aspirations is critical. Regular feedback sessions and surveys can provide valuable insights into the evolving needs of the workforce.
Strategic Implications and Recommendations:
Individualized Career Planning:
Develop individualized career plans that take into account employees' aspirations, whether they involve continued international assignments or a return to their home country. Flexibility in career paths contributes to a more personalized employee experience.
Cross-Cultural Training:
Offer comprehensive cross-cultural training programs to support employees in adapting to different cultural contexts. This can enhance their effectiveness in international roles and contribute to a sense of belonging.
Tailored Retention Packages:
Tailor retention packages that consider the unique needs of employees in international roles. This may involve providing additional support for families, facilitating repatriation processes, or offering incentives for extended international assignments.
Employee Assistance Programs:
Implement employee assistance programs that address the holistic well-being of employees, including mental health support, family assistance, and community integration initiatives.
Succession Planning:
Integrate succession planning strategies that account for the potential rotation of employees between international and domestic roles. This ensures a seamless transition and continuity in leadership pipelines.
Regular Pulse Surveys:
Conduct regular pulse surveys to gauge employees' sentiments and preferences regarding international assignments. This continuous feedback loop enables the organization to adapt its strategies in real-time.
In conclusion, the substantial percentage of employees considering a return to their home country underscores the importance of aligning organizational strategies with individual aspirations. By addressing the considerations and implementing the recommended strategies, Unilever can foster a supportive and engaging environment for its globally diverse workforce.
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Leadership's Role in Raising Employee Motivation and Commitment
In contemporary business environments, organizations are constantly seeking effective strategies to enhance employee motivation and commitment. Drawing insights from extensive research and scholarly works, this literature review aims to provide a comprehensive understanding of the role of leadership in fostering a motivated and committed workforce. The review encompasses a broad spectrum of themes, ranging from leadership training to employee engagement strategies, and from workplace wellness initiatives to the impact of migration on employee retention.
Leadership Training: A Catalyst for Motivated Teams
Armstrong and Taylor (2020) emphasize the pivotal role of leadership training in shaping effective leaders. The review underscores the importance of investing in comprehensive programs that address not only technical skills but also interpersonal and inspirational abilities. By adopting transformational or servant leadership styles, organizations can lay the groundwork for increased employee engagement (Armstrong & Taylor, 2020; Al Ariss et al., 2014).
Recognition Programs: Fostering a Culture of Appreciation
Employee engagement is significantly influenced by recognition and reward programs (Alharahsheh & Pius, 2020). Acknowledging employees' accomplishments publicly and instituting formalized systems of acknowledgment contribute to a culture of appreciation, positively impacting motivation and commitment (Cardy et al., 2007).
Empowerment of Workers: Involvement in Decision-Making
Empowering employees through involvement in decision-making processes enhances engagement (Al Mehrzi & Singh, 2016). By soliciting input, considering ideas, and implementing mechanisms like cross-functional teams, organizations create a sense of value for employees, directly influencing their commitment to the organization (Haig et al., 2014).
Open Communication: Building Trust and Cooperation
Open communication between leaders and employees is fundamental for trust and cooperation (Adler, 1977). Leaders must ensure clear and consistent communication through channels like town hall meetings and email updates. This transparency fosters an open culture, making employees feel informed and invested in the organization's goals (Chalfin et al., 2016).
Mentoring and Coaching Programs: Guiding Professional Growth
Mentoring and coaching programs significantly boost productivity and morale (Alharahsheh & Pius, 2020). Leaders acting as mentors for their teams contribute to the professional and personal development of employees, enhancing performance and engagement (D, VENKATRAMA RAJU et al., 2019).
Workplace Wellness Initiatives: Prioritizing Employee Well-Being
Investing in wellness programs focusing on physical, mental, and emotional health contributes to a positive workplace environment (Das, 2013). Leaders actively participating in such initiatives send a strong message about the importance of employee well-being and work-life balance (Davidescu et al., 2021).
Feedback Culture: Fostering Continuous Improvement
Fostering a culture of feedback is crucial for increasing employee enthusiasm (Alharahsheh & Pius, 2020). Regular evaluations, seeking recommendations, and involving employees in solution-finding processes contribute to a culture of improvement and engagement (Davda et al., 2016).
Diversity and Inclusion: Valuing Every Team Member
Leaders promoting diversity and inclusion contribute to an environment where every team member feels valued (Bjerre et al., 2015). Creating a welcoming workplace and supporting employee resource organizations are key strategies for fostering an inclusive culture (Bulińska-Stangrecka, 2017).
Work-Life Balance: A Cornerstone of Employee Engagement
Promoting a healthy work-life balance is integral to improving employee engagement (Choi & Ajagbe, 2012). Leaders setting examples through flexible work schedules and accommodating staff needs contribute to a positive work culture (Khoo, 2013).
Lifelong Education: Nurturing a Culture of Continuous Learning
Organizational success relies on fostering a mindset of perpetual education and development (Becker, 1962). Leaders actively supporting staff development, encouraging ongoing education, and rewarding employees for their commitment to learning contribute to a motivated and engaged workforce (Shugurov, 2017).
As a foundation for understanding the multifaceted role of leadership in raising employee motivation and commitment. By incorporating insights from diverse sources, businesses can tailor their leadership strategies to create environments where employees are not only engaged but also inspired to contribute their best to organizational success.
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Employee relationships at Unilever show nuanced patterns that need a concentrated conversation on leadership methods. This chapter dives into the role of leadership in negotiating the complexity of employee motivation and commitment, relying on research and theories to give Unilever's leadership team with a thorough knowledge and practical insights.
[bookmark: _Toc122467317][bookmark: _Toc122558540]Foundations of Leadership Development
The demographic composition of Unilever's workforce underscores the importance of cultivating leaders with diverse skill sets and an understanding of the varied needs of their teams. Effective leadership training programs are paramount, addressing not only technical skills but also emphasizing interpersonal and inspirational abilities. This aligns with the tenets of transformational and servant leadership styles, known to enhance employee engagement (Adler, 1977).
Armstrong and Taylor (2020) emphasize the need for comprehensive leadership training that encompasses effective communication, emotional intelligence, and fostering a positive work culture. By investing in such programs, Unilever can empower its leaders to not only manage teams proficiently but also to inspire and engage employees on a deeper level.
Recognition and Reward: A Leadership Imperative
The significance of recognition and reward programs in bolstering employee engagement cannot be overstated. Leaders play a pivotal role in instituting formalized systems of acknowledgment, both official and informal. Recognition ceremonies, periodic celebrations, and even small gestures like handwritten letters of thanks contribute to fostering a culture of appreciation (Al Mehrzi & Singh, 2016).
Leadership's role in creating an environment of gratitude is crucial, as evidenced by the work of Cardy et al. (2007). By publicly acknowledging and celebrating employees' successes, leaders at Unilever can instill a sense of pride and appreciation, enhancing motivation and commitment among the workforce.
Empowerment and Employee Involvement
Empowering employees by involving them in decision-making processes is a powerful leadership strategy. Open lines of communication and active participation in important decisions contribute to increased employee engagement (Choi & Ajagbe, 2012). Leaders should create avenues for employees to share their ideas, such as cross-functional teams, idea-sharing platforms, and brainstorming sessions.
Studies by Lahkar Das (2013) suggest that employees who feel their opinions are valued are more invested in the success of the organization. Leadership's responsibility is to foster an environment where employees not only feel heard but also perceive that their input contributes to the organization's direction. This can lead to a more engaged and committed workforce at Unilever.
Mentoring and Coaching: Leadership as Guides for Growth
Leaders at Unilever need to adopt mentoring and coaching roles to guide their teams towards professional and personal growth. Programs pairing employees with mentors or coaches have been proven to significantly boost productivity and morale (Terera & Ngirande, 2021). Leadership should actively engage in workshops and one-on-one meetings, investing in the development of their teams.
Effective mentoring and coaching align with the idea of leaders as facilitators of growth, as proposed by Stoyanov (2017). By actively participating in the professional development of their teams, leaders contribute not only to individual growth but also to increased employee engagement and commitment.
Open Communication: Fostering Trust and Cooperation
Leadership's responsibility extends to ensuring clear and constant communication between management and employees. Open communication, sharing updates on the company's progress, objectives, and challenges, is crucial for building trust and cooperation among workers (Ryan, 2018). Establishing an open culture can be achieved through town hall meetings, regular email updates, and an open-door policy for management.
The importance of transparent communication is echoed by Lahkar Das (2013), who emphasizes that well-informed employees who trust their leaders are more likely to give their best. Leadership at Unilever should prioritize creating a culture of transparency, where employees feel informed and confident in the leadership's honesty and openness.
Feedback Culture: Driving Productivity and Adaptability
Leaders play a central role in fostering a culture of feedback, soliciting and acting on suggestions from their teams. Regular evaluations, requests for recommendations, and involving workers in the solution-finding process contribute to a culture of continuous improvement (Davda et al., 2020). Employees are more invested in their work when they perceive that their opinions matter and influence the company's direction.
The idea of leaders actively seeking and utilizing feedback aligns with the principles of the Goal-Setting Theory of Motivation (Lunenburg, 2011). By evaluating staff regularly and involving them in decision-making, leaders contribute not only to increased productivity and adaptability but also to heightened employee engagement.
Diversity and Inclusion: A Leadership Imperative
Leadership at Unilever must champion diversity and inclusion, ensuring fair opportunities for all team members. Recruitment strategies, a welcoming office environment, and support for employee resource organizations contribute to fostering diversity (Scholten & Geddes, 2016). Leaders' visible commitment to diversity encourages employees of all backgrounds to feel appreciated and invested in their work.
Research by Bulatov et al. (2021) underscores the importance of leaders in creating an inclusive work environment. Leadership at Unilever should actively promote diversity, recognizing the unique contributions of each team member and creating an organizational culture that values and celebrates differences.
Flexibility and Work-Life Balance: Leadership's Adaptable Approach
Understand the transformative power of adaptable leadership, a key ingredient in fostering a harmonious work-life balance and igniting unparalleled employee engagement. Our visionary leaders embrace the incredible potential of flexible work schedules, showcasing their unwavering commitment to work-life balance. As they pave the way, they send a resounding message that resonates throughout our esteemed company. Join us on this transformative journey where balance and success go hand in hand. (Suraihi et al., 2021) Increasing employee engagement is correlated with giving workers autonomy over their work schedule and environment.
According to Lahkar Das (2013), leaders should set an example by emphasising the value of a healthy work-life balance. Unleash the power of a dynamic work culture that fuels employee motivation and unwavering commitment by wholeheartedly embracing flexible work arrangements and prioritising employee well-being. With Unilever's visionary leaders at the helm, a thriving work environment awaits, where passion and dedication flourish like never before.
Promoting Lifelong Education: Leaders as Advocates for Development
Leadership at Unilever must champion a culture of perpetual education and development. Providing opportunities for ongoing training, upskilling, and reskilling ensures that employees remain competitive and engaged (Heap & Waters, 2019). Leaders should actively promote the importance of continuous learning, participate in training programs themselves, and encourage their teams to embrace a growth mindset.
Promoting lifelong learning is consistent with the Human Capital Theory (Becker, 1962), which highlights the need of leaders developing their teams' knowledge and abilities. By strongly championing the cause of continuous education and personal growth, visionary leaders not only nurture the potential of their team members but also pave the way for the triumphant evolution and unwavering flexibility of the entire organisation.
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[bookmark: _Toc127095280]In the tapestry of organizational success, leadership emerges as the masterstroke that intricately weaves together the threads of employee engagement. The comparative analysis of Unilever and GlaxoSmithKline (GSK) has illuminated the profound impact of leadership styles on the engagement levels of employees. As we draw the curtain on this exploration, it is evident that leadership is not merely a function but a transformative force shaping the very essence of organizational dynamics.
Key Takeaways
Unveiling the distinct leadership narratives of Unilever and GSK revealed a spectrum of styles, from Unilever's transformative leadership practices to GSK's emphasis on employee well-being. The findings underscore that leadership is not a one-size-fits-all proposition; rather, it is a strategic choice that profoundly influences employee engagement. Unilever's commitment to fostering a transformative leadership culture yielded heightened engagement, while GSK's focus on employee well-being contributed to a positive organizational climate.
Organizational Roadmap
For businesses aspiring to elevate employee engagement, the lessons derived from this study provide a roadmap imbued with practical insights. By integrating transformational and servant leadership practices into training programs, organizations can empower leaders to become catalysts for engagement. Recognition and reward systems can be strategically deployed to foster a culture of appreciation, further amplifying the engagement levels of employees.
This study extends an invitation for organizations to reimagine their leadership paradigms, aligning them with the proven success of industry leaders. Leadership, when wielded with intention and insight, becomes a vehicle for creating workplaces where employees are not just contributors but active participants in the organizational narrative.
Acknowledging Limitations
In the spirit of transparency, it is imperative to acknowledge the inherent limitations of this research. Biases, sample size constraints, and data gathering limitations underscore the complexity of studying the multifaceted relationship between leadership and employee engagement. Understanding these limitations is paramount for a judicious interpretation and application of the study's insights.
Sculpting the Future
As we bid adieu to this chapter, the horizon of future research beckons. Exploring the evolving dynamics of leadership in the era of remote work and unraveling the longitudinal effects of leadership training on morale present compelling avenues for further inquiry. The groundwork laid within Unilever and GSK's organizational frameworks invites a continued exploration into the nuanced interplay of leadership and employee engagement.
In conclusion, leadership is the compass that directs organizations toward a future where engagement is not a mere metric but a lived reality. The lessons gleaned from Unilever and GSK resonate as guiding principles for leaders navigating the intricate dance between strategy, culture, and employee engagement. May this exploration inspire a new era of leadership—one where engagement is not just a goal but an intrinsic part of organizational DNA.
[bookmark: _Toc154742347]7.1	Recommendations

In light of the extensive exploration and comparison of Unilever and GlaxoSmithKline's (GSK) leadership practices and their impact on employee engagement, several key recommendations emerge. These recommendations, drawn from the nuanced insights of both companies, provide a holistic framework for organizations aiming to elevate their leadership strategies and, consequently, enhance employee engagement.
Leadership Training and Development: One of the critical recommendations emanating from this study is the imperative for organizations to invest in comprehensive leadership training programs. Such programs should extend beyond technical skills, incorporating elements of transformational and servant leadership. By nurturing leaders with strong interpersonal and inspiring abilities, organizations can pave the way for heightened employee engagement.
Recognition and Reward Systems: Formalized systems of acknowledgment, both official and informal, stand out as pivotal in fostering employee engagement. Recognizing and celebrating achievements, whether through periodic ceremonies or small gestures like handwritten letters of thanks, contributes significantly to making employees feel valued and appreciated. Recognition programs should thus be strategically integrated into the organizational culture.
Employee Involvement in Decision-Making: Actively involving employees in crucial decision-making processes emerges as a cornerstone for enhancing engagement. The establishment of cross-functional teams, idea-sharing platforms, and regular brainstorming sessions provides employees with a voice in organizational matters. This participatory approach fosters a sense of ownership and commitment among the workforce.
Open Communication Channels: Transparent and consistent communication is identified as a key factor in building trust and cooperation among employees. Leaders must prioritize open lines of communication through mechanisms such as town hall meetings, regular email updates, and maintaining an open-door policy. Informed employees are more likely to be engaged and committed to the organization.
Mentoring and Coaching Programs: Investing in mentoring and coaching programs, particularly with leaders taking on the role of mentors, is essential. These programs, facilitated through workshops and regular one-on-one meetings, contribute significantly to individual professional and personal growth. The positive impact on employee engagement makes these programs integral to organizational success.
Workplace Wellness Initiatives: Promoting initiatives that focus on employees' physical, mental, and emotional well-being is crucial. Implementing wellness programs not only emphasizes the organization's commitment to a healthy work-life balance but also contributes to a positive work environment. Leaders, by actively participating in these initiatives, underscore the importance of employee well-being.
Fostering a Feedback and Improvement Culture: Leaders should actively seek and act on feedback from their teams to foster a culture of continuous improvement. Regular evaluations, feedback sessions, and involving employees in solution-finding processes contribute to a workplace where employee suggestions are valued, strengthening their connection to their work.
Diversity and Inclusion Initiatives: Prioritizing diversity and inclusion, both in recruitment practices and in creating an inclusive workplace environment, is paramount. Leaders play a crucial role in promoting a culture that values the unique contributions of all team members. This not only enhances engagement but fosters a sense of belonging among employees.
Flexibility and Work-Life Balance: Encouraging a healthy work-life balance through flexible work schedules and accommodations is essential. Leaders, by setting an example through their own adoption of flexible work arrangements, communicate the organization's commitment to employee satisfaction and engagement.
Lifelong Learning Culture: Promoting a culture of perpetual education and development within the organization is fundamental. Allocating resources for staff education, encouraging ongoing learning, and rewarding employees for their commitment to professional development contribute to a workforce that is engaged and motivated.
In essence, these recommendations collectively form a comprehensive blueprint for organizations aspiring to cultivate an environment where leadership aligns with employee engagement. By integrating these suggestions into their operational fabric, organizations can foster a resilient, motivated, and engaged workforce, thereby driving sustained organizational success.
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1. What is your gender?
· Male
· Female
2. What is your age?
· 20-35
· 35-50
· 50-65
· other
3. How many years of working experience do you have as high skilled worker?
· More than 1 year
· 2-5 years
· 6-10 years
· More than 10 Years
4. Are you satisfied with the working conditions in your country?
· Yes
· No
· Maybe
5. If not, then what is the reason for dissatisfaction?
· Fewer opportunities
· Low Pay scale
· Working conditions in the country
· All above
6. Do you think your organisation is facing the problem of employee shortage?
· Agree
· Neutral
· Disagree
· Strongly disagree
7. Are you satisfied with the current working policy and migrating policies?
· Yes
· No
· Maybe
8. What strategies are being adopted by your organisation toward retaining employees?
· Assisting in process of migrating to the country
· Providing pay scale according to the profession and skills
· Offering a good working culture
· All the above
9. Do you think these strategies are helping organizations in retaining employees and lower the shortage of employees?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly disagree
12. Do you think developed countries are offering more opportunities than Eastern European countries?
· Yes
· No
· Cannot say
13. What opportunities are adopting UK for employees?
· Better working condition
· Fewer work pressures
· Better pay
14. Do your company provide a fair salary according to the skills you have as per the need of the job profile?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly disagree
 15. If your organisation from UK will open a branch at your home-country and will transfer, you at their branch would you go?
· Yes
· No
· May
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