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ABSTRACT
This research sought to investigate the role of effective leadership in managing the changing business environment of an organisation, with a case analysis of Tesco, London Superstore. The researcher embraced a quantitative research design, a positivism research philosophy, and a deductive research approach. Both primary and secondary data were used in this study with primary data being collected using close-ended questionnaires while secondary data was collected from peer-reviewed articles, journals, organisational websites, and industry publications. A sample of 25 respondents was utilised in this study and this sample was selected through a non-probability convenience sampling approach. Collected data was analysed through the use of MS Excel worksheets. The researcher established that Tesco’s leadership style transitions across transformational, servant, and democratic leadership. The implementation of these leadership styles has given the company a chance to realise enhanced employee motivation and retention, boosted responsiveness to prevailing consumer needs and preferences, and increased operational efficiency. However, leadership challenges facing the organisation include diverse employee needs and preferences, a dynamic business environment, and economic volatility. Overcoming these issues requires the implementation of a decentralised HR framework, focusing on short-term projects, and breaking down complex long-term strategic plans into short-term flexible strategies. Future studies should also be done to investigate the study subject across other organisations other than Tesco.
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[bookmark: _Toc175135765]CHAPTER ONE:
[bookmark: _Toc175135766]INTRODUCTION
[bookmark: _Toc175135767]1.1 Introduction
This introductory chapter provides a comprehensive discussion of the research background, an overview of the case organisation, and a detailed presentation of the research problem statement. Further, it provides an outline of the research aim and objectives, the research objectives, the significance of the study, and a summary of the research structure.
[bookmark: _Toc175135768]1.2 Background of the Research
The business environment today is characterised by changing consumer needs, increased competition, depletion of natural resources, and a focus on organisational sustainability. According to a report by Alrowwad, Abualoush, and Masa'deh (2020), the business landscape has transitioned from the sole focus on profitability to the continuous integration of all elements within the triple bottom line. This assertion builds on the triple-bottom-line model which states that sustainability can only be realised through integrating aspects of ethical profitability, people's needs, and planet requirements (Sawaean and Ali, 2020). Another study by Rehman, Bhatti, and Chaudhry (2019) noted that the realisation of sustainable organisational operations, high reputation, and consistent profitability in the 21st century depends mainly on the adopted leadership strategies and frameworks. 
Leadership plays a pivotal role in linking internal and external business environments while at the same time allowing for effective resource acquisition and optimal management. Al-Swidi, Gelaidan, and Saleh (2021) defined organisational leadership as the process of social influence which maximises the efforts of others and motivates them towards realising set goals. This implies that leadership is not all about directing, supervising, and allocating resources but it also entails establishing a collaborative environment that can enhance creativity and innovation. This also means that it is a multi-faceted concept that organisations can use as a foundation for competitive advantage.
A study by Nani and Safitri (2021) asserted that effective leadership entails the implementation of agile operational models that would enhance responsiveness to changing market demands and consumer needs. It also requires the consistent analysis of prevailing macro-environment occurrences to come up with strategic micro-environment policies and frameworks that can boost long-term business operational efficiency and liquidity. A report by Eliyana and Ma’arif (2019), however, stated that although leadership has been appraised as a key to organisational success in the current environment, most organisations do not have a definite leadership culture that underlines decision-making processes. 
Further, the establishment of a concrete leadership culture has been affected by resistance from stakeholders, especially when managing uncertainty and change, diverse stakeholder needs, and lack of sufficient financial resources to facilitate operational transformations. Nevertheless, the study acknowledged that multinational brands such as Barclays, Apple, and Microsoft, have managed to build a strong reputation and stay consistent within the market due to their focus on leadership. This research seeks to build further on the concept of leadership by investigating its role in managing the changing business environment, with a case analysis of Tesco, London Superstore.
[bookmark: _Toc175135769]1.2.1 About Tesco Superstore, London
Tesco, London Superstore, is part of the larger Tesco chain stores, a leading retail brand in the UK with more than 4,000 stores and an employee base of more than 330,000 personnel (Statista, 2024). The brand has a market share of 27% and has managed to sustain a superior brand image in the UK and across Europe despite competition from other multinational brands such as Asda and Sainsbury’s. Key to Tesco’s success is the ability to determine prevailing market trends and specific consumer preferences and adjust its supply chain based on these changes (Ocran, 2023). Further, the company has been working towards actively integrating technology at all levels of its supply chain, thus seeking the realisation of a unified macro and micro-environment. According to Tesco (2024), Tesco is one of the most preferred retail employers in the UK and this can be attributed to its favourable employee management policies and brand reputation. All these aspects reiterate the existence of an effective leadership framework within the organisation. As such, this research seeks to use Tesco, London Superstore, as a case environment for the investigation of specific leadership strategies being embraced by the organisation and how these strategies have allowed it to stay ahead of the competition over the years.
[bookmark: _Toc175135770]1.3 Research Problem Statement
The 21st century has brought about significant transformations in business operations and determinants of competitive advantage. Companies that were once considered giants in the market, such as Nokia and Kodak, have over time lost their market share and influence to brands such as Samsung and Apple; Guo and Wang (2019) noted that although much of this transformation has been attributed to the influence of technology on business operations, changing consumer needs and preferences, and economic volatilities, the role of leadership remains to be a fundamental determinant of company success or failure during such periods. This assertion was reiterated by Shafiq, Lasrado, and Hafeez (2019) who noted that company leaders are responsible for policy formulation and the creation of a business culture that promotes positive micro and macro-environment relations. Another study by Suprapti et al. (2020) found that the operations of any organisation reflect the leadership strategies embraced therein. Thus, an organisation on a downward spiral reflects an ineffective leadership framework and vice versa.
Despite extensive studies on leadership and business success in the current business landscape, there is still limited literature that provides information on how specific leadership strategies and styles influence organisational success and competitiveness. This makes it hard for the recommendations within available studies to be objectively adopted across multiple industries since there is no precise benchmark that can help in determining success. Thus, this study seeks to address this research gap by looking into the role of effective leadership in managing the changing business environment with a case analysis of Tesco, London Superstore. Specifically, the study seeks to explore the leadership strategies and styles that have been embraced by Tesco and how these strategies have impacted Tesco’s competitiveness and resilience within the current dynamic environment. 
[bookmark: _Toc175135771]1.4 Research Aim
This research aims to investigate the role of effective leadership in managing the changing business environment of an organisation, in the case of Tesco, London Superstore.
[bookmark: _Toc175135772]1.4.1 Research Objectives
i. To investigate the leadership strategies and styles that have been adopted by organisations, with a case analysis of Tesco, London Superstore.
ii. To determine the influence of the adopted leadership strategies and styles on the organisational ability to manage the changing business environment; a case analysis of Tesco, London Superstore.
iii. To analyse some of the challenges faced by organisational leadership in navigating the modern dynamic business landscape with a case analysis of Tesco, London Superstore.
iv. To provide recommendations on strategies that can be adopted by Tesco, London Superstore, to overcome the noted leadership challenges.
[bookmark: _Toc175135773]1.4.2 Research Questions
i. What are the leadership strategies and styles that have been adopted by Tesco, London Superstore?
ii. What is the influence of the adopted leadership strategies and styles on the organisational ability to manage the changing business environment?
iii. What are some of the challenges faced by organisational leadership in navigating the modern dynamic business landscape?
iv. What are some of the strategies that can be adopted by Tesco, London Superstore, to overcome the noted leadership challenges?
[bookmark: _Toc175135774]1.5 Importance and Significance of the Research
Leadership continues to be acknowledged as a leading determinant of organisational success in the current environment. As such, as organisations seek to realise profitability and consumer satisfaction, they should first focus on coming up with a leadership framework that is not only responsive to macro-environment needs but also provides micro-environment stakeholders with the chance to actively engage in business decision-making and innovation. From a policy perspective, this research provides policymakers and organisational stakeholders with a benchmark that can be used to come up with effective leadership policies and frameworks to promote long-term success and competitiveness.
From an organisational perspective, Tesco, London superstore and the Tesco brand as a whole have the chance to implement the recommendations provided in this study to overcome the leadership challenges noted. Further, other companies within the retail industry have a chance to use the study discussions as pointers to strategic development. Students also have a chance to use this research as a reference point in a bid to further build on discussions around leadership and organisational success.
[bookmark: _Toc175135775]1.6 Methodology
The methodology section of this study has been developed with the guidance of Saunder’s research onion model. The study embraces a positivism research philosophy, a deductive research approach, and a quantitative research design. Additionally, the research embraced a convenience non-probability sampling procedure to select a sample of 25 respondents from the case organisation. Both primary and secondary data were incorporated into the research, with primary data being collected using questionnaires and secondary data being collected from peer-reviewed articles, journals, industry publications, and organisational websites. The data was analysed using MS Excel tools where the researcher was able to develop tables and charts. Ethical considerations adopted by the researcher include the acquisition of voluntary consent from the respondents, respondent anonymity, and data privacy.
[bookmark: _Toc175135776]1.7 Scope of the Study
The study’s scope is characterised by an organisational analysis of the leadership practices adopted at different levels and their influence on business sustainability within the current dynamic environment. Key aspects analysed in the research include decision-making processes, leadership approaches, and stakeholder engagement, among others. The scope also encompasses a quantitative evaluation through questionnaires administered to personnel within the company. The outcomes can, however, be implemented across multiple organisations both nationally and internationally.
[bookmark: _Toc175135777]1.8 Structure of the Dissertation
This study is structured into five major chapters: the introduction chapter which provides a background overview of the study and the research objectives, the literature review chapter which provides the conceptual and theoretical framework of the study, and the methodology section which provides the designs and approaches used by the researcher in collecting and analysing data. The two final chapters provide a presentation and discussion of the findings as well as a conclusion and recommendation for the study respectively.
[bookmark: _Toc175135778]1.9 Summary of Chapter One
Leadership is fundamental for the organisational ability to keep up with the changing business environment. It is the link that consolidates an organisation’s internal environment and its external environment. This chapter has provided a detailed description of the research problem and objectives, including an analysis of the leadership strategies embraced by Tesco, London Superstore, and some of the challenges within its leadership landscape. These objectives not only guide the discussions within the research literature review but also the research instrument development. The proceeding chapter discusses the research’s literature review.



[bookmark: _Toc175135779]CHAPTER TWO:
[bookmark: _Toc175135780]LITERATURE REVIEW
[bookmark: _Toc175135781]2.1 Introduction
The information discussed within this chapter has been compiled from peer-reviewed articles, organisational websites, industry publications, and journals. Among the topics discussed herein include a definition of leadership, managing change within the current business environment, the relationship between leadership and successful change management, the study’s theoretical framework, and the study’s conceptual framework.
[bookmark: _Toc175135782]2.2 The Concept of Leadership
Leadership, as a concept, has been defined differently by various scholars. For instance, Ibrahim and Daniel (2019) defined leadership as the ability of an individual to guide and influence other people toward achieving specific goals or objectives. Schulze and Pinkow (2020), on the other hand, defined leadership as different behaviours that help an individual influence the perception of others towards adopting a common course. This research, however, embraces the definition advanced by Mansaray (2019) which noted that leadership is the ability to understand what motivates other people and leverage them to help in the achievement of shared objectives and targets. From this definition, it is evident that successful leadership is not about self but about how an individual sacrifices personal ambitions for the greater good of the organisation and other individuals within it.
[bookmark: _Toc175135783]2.2.1 Difference Between Leadership and Management
[bookmark: _Hlk172620180]Leadership has for a long time been used interchangeably with management yet in reality, the two are different phenomena. According to Hristov and Zehrer (2019), management is focused on overseeing daily organisational operations and coming up with control measures to ensure the realisation of short-term objectives. Leadership, on the other hand, is focused on long-term objectives and focuses on ways to motivate others within the organisation to buy into the objectives rather than imposing guidelines on them. This helps boost collaborative engagement, intrinsic motivation, and creativity. Furthermore, Laureani and Antony (2019) noted that leadership is different from management in that leaders are focused on motivating and inspiring their teams while managers are focused on organising and coordinating activities as well as streamlining activities to help realise efficiency. This means that while leaders are mostly focused on developing new and creative ideas, managers are always focused on ensuring the successful execution of these ideas. The distinction between leadership and management is important since it helps clear assumptions regarding the blurry boundary between these roles (Evans, 2022).
[bookmark: _Toc175135784]2.2.2 Character Traits to Successful Leadership
[bookmark: _Hlk172620196]For leaders to be successful, there are specific character traits that they need to exhibit when coming up with an organisation’s vision and engaging with other personnel (Plachy and Smunt, 2022). Sergeeva and Kortantamer (2021) stated that successful leadership depends on the ability to motivate and influence other people. As such, one should exhibit strong interpersonal skills including communication, emotional intelligence, and collaboration, to determine the specific needs and preferences of those being led, before using them as pointers to developing long-term organisational goals. Furthermore, successful leadership leverages the exhibition of accountability and transparency as well as the ability to be innovative and take risks (Buhagiar and Anand, 2023). This aspect has been reiterated within the transformational leadership theory which states that successful leadership is influenced by the ability to lead from the front and show direction to others (Haque, Fernando, and Caputi, 2021). Other characteristics include decisiveness and resilience, especially in the current environment where multiple macro-environment factors influence decision-making and achievement of set goals (Lux, Grover, and Teo, 2023).
The exhibition of these leadership characteristics increases the probability of realising enhanced employee retention and motivation. Franken, Plimmer, and Malinen (2020) stated that the current business landscape has been characterised by high competition for top talent in the market. As such, employee turnover has emerged as a leading contemporary management issue. However, by exhibiting strong leadership abilities, companies are exposed to the probability of triggering a sense of job satisfaction, inclusivity, and intrinsic motivation among their employees, ultimately boosting personnel retention (Gaus et al., 2022). Furthermore, the exhibition of strong leadership helps boost consumer satisfaction; Alblooshi, Shamsuzzaman, and Haridy (2021) elaborated on this point by stating that leaders who are innovative and flexible can understand prevailing consumer needs and market trends as well as exhibit a willingness to adjust production models based on these trends, ultimately triggering increased consumer satisfaction. Further, effective leadership helps enhance organisational productivity and competitive advantage which is a primary determinant of performance within the current business environment.
[bookmark: _Toc175135785]2.3 Leadership strategies and styles adopted by Organisations
There are multiple leadership strategies and styles that organisations can embrace within the contemporary environment. A report by O’Reilly and Chatman (2020), however, stated that one of the leadership styles that stands out today is transformational leadership which is a style founded on the adoption of employee-centred operational frameworks and continuously motivating subordinates to get out of their comfort zones. It is also characterised by leading from the front and inspiring an environment of change and innovation. Kilag et al. (2024) further built on these assertions by stating that the employee-centred nature of transformational leadership also involves the determination of individual personnel needs and preferences and working towards the creation of an environment that would ensure the satisfaction of these needs. The study was informed by the hierarchy of needs theory by Maslow which states that employees occupy different positions within the needs pyramid and the only way motivation can be achieved is through determining the specific need level occupied by individual personnel and providing them with the support and resources needed to advance to the next level (Trivedi and Mehta, 2019). Transformational leadership is also focused on building strong relationships and realising a collaborative working environment.
Another common leadership style in the contemporary business environment is transactional leadership which Purwanto et al. (2020) defined as a performance-based leadership where strict structures have been put in place and the emphasis is on the acquisition, allocation, and management of resources. Transactional leadership focuses on ensuring consistency and developing a unique brand image to ensure consumer loyalty. Adiguzel, Ozcinar, and Karadal (2020) also introduced the concept of servant leadership which mirrors transformational leadership as it focuses on the needs and preferences of subordinates as well as the development of a working environment characterised by collaboration and trust. Another commonly recommended leadership strategy is laissez-faire leadership which is more of a delegative leadership strategy where employees are given the autonomy to make decisions (Lundmark, Richter, and Tafvelin, 2022). This leadership approach became famous during the pandemic because most organisations had to transition from physical working to remote working to adhere to the pandemic regulations. 
However, with hybrid working being integrated into traditional working frameworks and businesses expanding internationally, laissez-faire is being embraced mostly by multinational companies due to its ability to enhance innovation and creativity (Jony et al., 2019). Moreover, Jaafar, Zambi, and Fathil (2021) appraised this leadership strategy by stating that it helps boost intrinsic motivation which is a primary determinant of employee retention today. However, Breevaart and Zacher (2019) stated that successfully implementing this leadership style depends on developing a coherent operational structure. A report by Norris, Ghahremani, and Lemoine (2021) noted that although these leadership strategies and styles are characterised by different decision-making and operational frameworks, successful leadership requires flexibility where a leader can switch across all the provided leadership styles and strategies based on the situation at hand. This flexibility helps in better management of change and overall organisational sustainability.
[bookmark: _Toc175135786]2.4 Influence of Different Leadership Styles and Strategies on Organisational Ability to Manage the Changing Business Environment.
[bookmark: _Hlk172620228]Leaders play a vital role in influencing successful change management within any organisation. According to Bartsch et al. (2021), transformational leadership allows leaders to come up with a change vision and ensure that it is communicated to personnel. This communication entails providing details about the need for the change, the expected benefits, and the efforts needed. Sony and Naik (2020) stated that successful vision development requires the integration of individual stakeholder needs and preferences to create a sense of belonging among them, a dimension reiterated within the servant leadership style. 
[bookmark: _Hlk172620249]Further, a report by Specchia et al. (2021), noted that the implementation of laissez-faire leadership strategies, including the delegation of responsibilities and allowing for autonomy during change, helps in building personnel confidence and trust in the change process to eliminate the probability of resistance. Successful leaders such as Bill Gates and Elon Musk have managed to create personnel trust and confidence by leading from the front and serving as an example to be emulated by other personnel (Specchia et al., 2021); this eliminates the feeling of employees being used as mere means to an end and instead fosters collective responsibility where personnel can refer to their leaders and emulate their behaviour and tactics throughout the change implementation process.
[bookmark: _Hlk172620284]Furthermore, the successful implementation of collaborative leadership strategies helps in enhancing personnel participation and empowerment throughout the change process. This allows companies to not only pursue profit maximisation but also come up with frameworks that would help promote active personnel development (Cichosz, Wallenburg, and Knemeyer, 2020). Collaborative leadership, therefore, plays an important role in the realisation of successful change management since it advocates for the development of strategic frameworks for training and development as well as reskilling and upskilling to equip employees with skills needed to manipulate dynamic and uncertain environments (Burnes, 2020). 
This is a strategy that has been implemented by the leadership at Barclays PLC (2024) over the years and it has proved to be beneficial to successful change management. According to Barclays (2024), before implementing any change initiative, the brand has been keen to engage its employees, determine their opinions about the anticipated change, and develop strategies to ensure continuous employee training to equip them with needed expertise, especially when the change involves integrating technology into existing operational frameworks.
[bookmark: _Hlk172620314]A general observation by Bartsch et al. (2021) noted that successful change management depends on the ability to implement flexible leadership strategies based on the situation at hand. This implies that the implementation of a rigid leadership strategy that is not responsive to changes within the macro and micro-environment exposes an organisation to the probability of experiencing dragged and unsuccessful change management even if it has the financial resources that can facilitate the change process. The resilience and adaptability demonstrated by leaders are always transmitted to other members of the organisation during change implementation processes, ultimately resulting in reduced resistance, increased productivity, and better management of uncertainties.
[bookmark: _Toc175135787]2.5 Challenges Faced by Organisational Leadership in Navigating the Modern Dynamic Business Landscape
Although most organisations acknowledge the inevitability of change and the need to integrate change mechanisms into their operational models, less than 73% of organisations around the world are prepared to implement change strategies across all levels of their supply chains (PwC, 2023). A key example of this lack of preparedness was during the pandemic when most companies were forced to shut down completely due to insufficient infrastructure to help promote remote working and digital transformation (PwC, 2023). 
A study by Karneli (2023) noted that talent management and retention has emerged as another leading contemporary change management and leadership challenge for most organisations, especially considering the limited labour supply and increased competition for top talent in the current market. This challenge not only compromises organisational operational efficiency but also disrupts the implementation of strategic frameworks, ultimately affecting organisational profitability and sustainability. Another study by Errida and Lotfi (2021) noted that the integration of diverse stakeholder needs into the modern supply chain is a key leadership challenge affecting organisations and compromising competitive advantages. Organisational supply chains today have become expansive, incorporating multiple stakeholders who need to be actively included in decision-making processes and strategic planning. However, the diverse needs exhibited by these stakeholders make it hard for leaders to realise a holistic stakeholder inclusion framework, a challenge that periodically triggers disagreements and stakeholder conflicts (Hanelt et al., 2021).
A report by Carnevale and Hatak (2020) stated that the globalisation of business operations has provided companies with increased market reach and access to diverse input suppliers. However, this has also created a complex operational dynamic underlined by diverse stakeholder cultures, geographical uncertainties, and different legal provisions within individual markets. Without effective leadership strategies to help manage international market trends and supply chains while at the same time maintaining a collaborative organisational framework, companies are exposed to reduced profitability and multiple operational bottlenecks (Thesing, Feldmann, and Burchardt, 2021). Other challenges include economic volatility, especially with the recent inflation trends as well as changing consumer expectations and preferences; Kamp (2020) noted that organisational leaders have been forced to change the operational tact from focusing on production maximisation to consistent market research to determining prevailing needs and preferences before using this information to implement continuous product and service improvements.
[bookmark: _Toc175135788]2.6 Theoretical Framework
Leadership Theory: Transformational leadership theory
This research leverages transformational leadership style which is an extension of the theory as a benchmark for effective leadership. According to this theory, effective leadership is characterised by leading from the front and guiding other members of the organisation to buy into the set objectives and achieve set strategic goals (Kwan, 2020). The key skills of a transformational leader are the ability to inspire and mobilise employees while at the same time boosting their morale at all times. This assertion was reiterated by Asbari (2020) who noted that transformational leadership is characterised by intellectual stimulation, individualised consideration, idealised influence, and inspirational motivation. Such leaders are always ready to articulate transformational objectives and come up with strategies that can be used to help generate and uphold personnel passion.
Change Management Theory: Lewin’s Change Management Model
This research discusses change with respect to Lewin’s change management model. The model posits that there are three key stages for successful change management within an organisation; unfreezing, change, and refreezing. The unfreezing stage entails coming up with strategies that would help enhance the change process as well as continuous stakeholder engagement to help orient them to the change objectives, the anticipated outcomes, and the needed effort (Burnes, 2020). The change phase entails the actual implementation of anticipated transformations while the refreezing phase entails the institutionalisation of frameworks that are successful and change the status quo within the company (Galli, 2019).
[bookmark: _Toc175135789]2.7 Gaps in the Reviewed Literature
Although the role of leadership in change management is an aspect that has been acknowledged by multiple scholars (Laureani and Antony, 2019; Sergeeva and Kortantamer, 2021; Bartsch et al., 2021; Specchia et al., 2021; Cichosz, Wallenburg, and Knemeyer, 2020; Bartsch et al., 2021), most studies have embraced a generalised approach to discussing this relationship, thus limiting organisation-specific pointers to how leadership has influenced successful change management. This makes it hard for organisations to piece out aspects within this subject area that fit into their operational models and subsequently integrate them into their change management frameworks. This explains the continued strain across different companies when it comes to managing change. This study, however, seeks to fill this gap by providing an organisation-specific discussion regarding change management and how the case organisation has leveraged the power of leadership to oversee successful transitions.
[bookmark: _Toc175135790]2.8 Summary of Literature Review
Successful leadership is founded on creating strong interpersonal relationships and ensuring that every individual is given an equal opportunity to accomplish both organisational and personal goals. Unlike management, leadership entails pursuing a collective goal of success and ensuring that everyone is allowed to autonomously make decisions and take part in policy formulation. Leadership is the key building block to the successful management of change, especially in the current business environment where organisations are faced with dynamic consumer needs and preferences, increased competition, and economic volatility. Leaders set the vision and motivate employee resistance and confidence during change implementation processes. They also influence personnel empowerment and willingness to take risks. However, a key research gap noticed from the reviewed literature is the lack of an organisation-specific discussion on the different leadership strategies adopted and how they have influenced successful change management. This study seeks to address this gap by investigating leadership and change management at Tesco, London Superstore.



[bookmark: _Toc175135791]CHAPTER THREE:
[bookmark: _Toc175135792]METHODOLOGY
[bookmark: _Toc175135793]3.1 Introduction
This section discusses the research methodology adopted for the current study. Some of the aspects discussed in this chapter include the research philosophy selected, the research approach, the research design, the research data, the data collection process, and the data analysis procedure. The chapter also provides a detailed description of the study’s ethical considerations.
[bookmark: _Toc175135794]3.2 Research Philosophy
Park, Konge, and Artino Jr (2020) defined research philosophy as the scholarly assumptions that guide the collection, analysis, and documentation of data during research. This study was guided by the positivism research philosophy which states that the social environment needs to be objectively analysed through the independent collection, evaluation, and presentation of information with minimal interference by the researcher when it comes to manipulating the research variables (Alharahsheh and Pius, 2020). This research philosophy was the most appropriate for this study since it helped enhance objectivity within the study discussions, providing an organisation-specific analysis of the relationship between the study variables, and ultimately allowing the researcher to address the identified research gaps. Further, by embracing this research philosophy, the researcher was able to take up an independent role in collecting and presenting the study data with no interference with the research variables. This helped eliminate the probability of bias and compromised study credibility.
There are three other research philosophies that future studies may consider embracing; interpretivism, pragmatism, and realism. The interpretivism philosophy is subjective and did not fit into this study since it could not have addressed the research gap comprehensively. The pragmatism research philosophy brings together both subjective and objective perspectives. This research sought to specifically explore the objective dimension; this, therefore, meant that this research philosophy was inappropriate. Further, the researcher had well-defined research objectives and questions which meant that the realism research philosophy was not sufficient; this philosophy advocates for researcher flexibility, especially in studies that do not have clearly defined objectives and questions.
[bookmark: _Toc175135795]3.3 Research Approach
This study was guided by the deductive research philosophy which involves the transition from a generalised investigative perspective to a specified perspective (Proudfoot, 2023). In other words, embracing this approach allowed the researcher to analyse different theories, phenomena, and concepts regarding the role of leadership in managing change before using these discussions as a benchmark for evaluating operations at Tesco, London Superstore. This helped in the development of a scholarly-backed research report. It also allowed the researcher to elaborately build on and critique influential leadership and change management theories, ultimately enhancing the study’s quality.
An alternative research approach that future scholars may consider embracing is the inductive research approach which is characterised by transitioning from a specific perspective to a generalised perspective (Casula, Rangarajan, and Shields, 2021). As such, a researcher is given the chance to analyse occurrences within a given business environment before using the outcomes as a benchmark to existing conceptual and theoretical works. However, the subjective nature of this approach makes it hard for the discussions to be generalised, thus making it unfit for this research.
[bookmark: _Toc175135796]3.4 Research Design
This refers to the methods and techniques adopted by a researcher in addressing a given research question (Mohajan, 2020). This study embraced the quantitative research design which involves the collection, analysis, and presentation of numerical data within a given study. The quantitative research design was selected by the researcher due to its objectiveness, providing a definite extent of association between the dependent and independent variables. Further, the focused and replicable nature of this research design made it the most appropriate for this study.
Alternative research designs that future researchers can embrace include qualitative research design and mixed-methods research. The qualitative research design was not fit for this research due to its subjectivity and its use of non-numerical data while the mixed-methods research design is characterised by the collection of both numerical and non-numerical data. This made it unfit for this study since the researcher objectively sought to analyse the association between leadership and change management.
[bookmark: _Toc175135797]3.5 Research Data
This study utilised both primary and secondary data in evaluating the role of leadership in managing change within the current dynamic business environment.
3.5.1 Primary Data
Bakashbayev et al. (2020) defined primary data as first-hand information collected by a researcher. This study’s primary data was collected using close-ended questionnaires. The questionnaires were selected since they provided the researcher with a standardised measure of the relationship between the study variables. Furthermore, the use of questionnaires presented the researcher with an easily scalable instrument together with the opportunity to design and distribute the questionnaires through Google Forms. This provision helped enhance convenience, save cost, and promote timely data collection, especially considering the limited timeline of the study.
3.5.2 Secondary Data
Secondary data is readily available information that has been organised and presented by other scholars. This research utilised secondary data collected from peer-reviewed articles, journals, organisation websites, previous studies on the research subject, and industry publications. The use of secondary data allowed the researcher to collect subjective scholarly assertions regarding the influence of leadership on change management, ultimately promoting the quality and replicability of the study discussions and recommendations.
[bookmark: _Toc175135798]3.6 Sampling and Sample Size
3.6.1 Study Population
The study population was employees at Tesco PLC; According to a report by Tesco (2024), the organisation has an employee population of more than 330,000 personnel, making it one of the largest retail employer in the UK. The researcher selected this population since they are the primary constituents within the organisation who feel the impacts of the leadership practices being implemented.
3.6.2 Sample Size
It is difficult to collect primary data from an entire population during research. Therefore, sampling provides a researcher with the chance to select a smaller and more manageable representation of the population to provide information that can then be used as a representation of trends within the target population (Pace, 2021). As such, the researcher selected a sample of 25 respondents from the case store considering that it has an employee population of over 180 personnel who work on a shift basis (Tesco, 2024). The decision to select this sample size was influenced by research by Rahman (2023) who noted that it is commendable to use at least 10% of the target population for the collection of primary data in research. Although the entire Tesco organisation has more than 330,000 personnel, the focus case store – London Superstore – has just over 180 employees making 25 respondents more than 10% of the target.
3.6.3 Sampling Technique
This study embraced the non-probability convenience sampling procedure to select a sample of 25 respondents who were exposed to the questionnaires. This sampling procedure was selected since it provided the researcher with an opportunity to select the respondents based on their availability, willingness to take part in the study, and knowledge about the study subject. Although Rahman (2023) critiqued this research sampling process by stating that it does not give all respondents an equal chance to take part in the study, its utilisation within this study helped eliminate the probability of non-responsiveness and enhanced the quality of collected data.
[bookmark: _Toc175135799]3.7 Data Analysis
3.7.1 Quantitative Data Analysis
The collected qualitative data was compiled, analysed, and presented using MS Excel worksheets. The utilisation of these worksheets allowed the researcher to come up with tables and charts which provided an additional visual perspective to the study findings. These worksheets were also selected because the researcher can easily access them and has expert knowledge of their utilisation, thus eliminating the probability of errors in data analysis. This is not the case with SPSS which requires expert knowledge for data input and restricted access which limited the researcher. Additionally, the researcher only sought to establish the basic relationship between the study variables and did not seek to come up with comprehensive inferential statistics, thus triggering the use of Excel worksheets over SPSS.
3.7.2 Qualitative Data Analysis
The study’s non-numerical data was analysed through the use of a thematic data analysis procedure. The researcher selected this data analysis approach since it provided an opportunity to independently come up with themes and relate them to the statistical inferences. Furthermore, since the secondary data made up a large proportion of the qualitative data, the use of a thematic analysis allowed the researcher to accommodate multiple scholarly assertions with no probability of bias, ultimately enhancing the reliability and validity of the study discussions.
[bookmark: _Toc175135800]3.8 Ethical Considerations
Research is naturally an intrusive process and the development of ethical considerations is vital in ensuring the reliability and quality of the research report. Ethical approval was sought from UWTSD before commencing the study. The researcher also ensured that all the respondents were debriefed about the purpose of the study and voluntary written consent form was filled out before the administration of the questionnaires. The respondents were also given the chance to exit the study at any level they felt uncomfortable. No personal information was collected from the respondents except for their emails which were used to share the Google Forms. The collected data was handled in line with the provisions within the Data Protection and Privacy regulation; no other individual was allowed to access the raw data since it was stored in a folder protected using a strong password. The data was then done away with once the study was completed.



[bookmark: _Toc175135801]CHAPTER FOUR:
[bookmark: _Toc175135802]PRESENTATION OF FINDINGS AND DISCUSSIONS
[bookmark: _Toc175135803]4.1 Introduction
This chapter presents the research findings using tables and charts that have been generated using MS Excel. Furthermore, the researcher has also developed a discussion of findings chapter where the research primary data has been discussed comprehensively in relationship with the secondary data.
[bookmark: _Toc175135804]4.2 Preliminary Information: Questionnaire Return Rate
The researcher gave out 25 questionnaires and all of them were filled and returned leading to a 100% response rate. This excellent response can be attributed to multiple factors; firstly, the researcher utilised a non-probability convenience sampling process where the respondents were selected based on their availability, willingness to participate in the study, and knowledge about the study subject. Furthermore, the researcher provided all the respondents with detailed debriefs about the research, its objectives, and the fact that it was solely meant for an academic purpose. This meant that the respondents were willing to participate in the study with less fear of the provided data being used for other purposes. The questionnaire return rate has been provided in Table 4.1:
	Aspect
	Frequency
	Percentage

	Distributed questionnaires
	25
	100.00

	Filled and returned questionnaires
	25
	100.00

	Unreturned questionnaires
	0
	00.00


Table 4.1: Questionnaire return rate
[bookmark: _Toc175135805]4.3 Objective 1: Leadership Strategies and Styles that Have Been Adopted by Tesco, London Superstore.
The researcher did not seek to collect respondents’ personal information and, therefore, proceeded directly to the analysis of information related to the study objectives. The respondents were provided with different statements regarding leadership strategies and styles adopted within organisations and asked the respondents to gauge whether the styles are implemented at Tesco, London Superstore. This determination was based on a 5-point Likert scale where 1 signified strongly disagree (SD), 2 signified disagree (D), 3 signified neutral (N), 4 signified agree (A), and 5 signified strongly agree (SA). The responses collected have been summarised in Table 4.2:
	Description
	5(SA)
	4(A)
	3(N)
	2(D)
	1(SD)

	Employees at the organisation are given autonomy to be creative and innovative
	15 (60%)
	4 (16%)
	1 (4%)
	3 (12%)
	2 (8%)

	Employees are actively involved in decision-making across all levels of management.
	16 (64%)
	5 (20%)
	0 (0%)
	2 (8%)
	2 (8%)

	The organisation has clear rules and regulations as well as a hierarchy of leadership and authority.
	20 (80%)
	1 (4%)
	1 (4%)
	2 (8%)
	1 (4%)

	Leaders have full control of the different teams and make decisions with minimal input from subordinates
	9 (36%)
	5 (20%)
	2 (8%)
	5 (20%)
	4 (16%)


Table 4.2: Leadership strategies and styles at Tesco, London Superstore

Chart 1: Autonomy for creativity and innovation
It was established that 60% of the respondents strongly agreed that employees at the organisation are given autonomy to be creative and innovative while 16% of the respondents agreed with this statement. 4% of the respondents were neutral while 12% and 8% of the respondents disagreed and strongly disagreed respectively.

Chart 2: Involvement in decision-making
It was established that 64% of the respondents strongly agreed that employees are actively involved in decision-making across all levels of management while 20% of the respondents agreed with this statement. 0% of the respondents were neutral while 8% and 8% of the respondents disagreed and strongly disagreed respectively.

Chart 3: Hierarchy of leadership and authority
It was established that 80% of the respondents strongly agreed that the organisation has clear rules and regulations as well as a hierarchy of leadership and authority while 4% of the respondents agreed with this statement. 4% of the respondents were neutral while 8% and 4% of the respondents disagreed and strongly disagreed respectively.

Chart 4: Full control of teams by leaders
It was established that 36% of the respondents strongly agreed that leaders have full control of the different teams and make decisions with minimal input from subordinates while 20% of the respondents agreed with this statement. 8% of the respondents were neutral while 20% and 16% of the respondents disagreed and strongly disagreed respectively.
[bookmark: _Toc175135806]4.4 Objective 2: The Influence of the Adopted Leadership Strategies and Styles on Organisation Ability to Manage the Changing Business Environment, A Case Analysis of Tesco, London Superstore.
In the second research objective, the researcher sought to investigate the influence of the adapted leadership strategies on an organisation ability to manage the changing business environment. Similar to the first objective, a 5-Point Likert scale was utilised (1 signified strongly disagree (SD), 2 signified disagree (D), 3 signified Neutral (N), 4 signified agree (A), and 5 signified strongly agree (SA) and the respondents provided with four statements related to the influence of leadership on organisational change management. The responses collected have been summarised in Table 4.3:
	Description
	5(SA)
	4(A)
	3(N)
	2(D)
	1(SD)

	Innovation and creativity have given the organisation better responsiveness to changing consumer needs and preferences.
	10 (40%)
	6 (24%)
	3 (12%)
	2 (8%)
	4 (16%)

	Consistent employee involvement in decision-making has created an environment of enhanced personnel loyalty and retention.
	17 (68%)
	2 (8%)
	1 (4%)
	3 (12%)
	2 (8%)

	The formulation of clear rules has made it easy for the organisation to pursue long-term and short-term goals with enhanced accountability.
	13 (52%)
	3 (12%)
	2 (8%)
	4 (16%)
	3 (12%)

	Limited leadership control over teams has enhanced employee contribution to decision-making and strategic development
	14 (56%)
	4 (16%)
	3 (12%)
	2 (8%)
	2 (8%)


Table 4.3: Influence of adopted strategies and styles on organisation ability to manage the changing business environment.

Chart 5: Responsiveness to consumer needs and preferences
It was established that 40% of the respondents strongly agreed that innovation and creativity have given the organisation better responsiveness to changing consumer needs and preferences while 24% of the respondents agreed with this statement. 12% of the respondents were neutral while 8% and 16% of the respondents disagreed and strongly disagreed respectively.

Chart 6: Personnel loyalty and retention.
It was established that 68% of the respondents strongly agreed that consistent employee involvement in decision-making has created an environment of enhanced personnel loyalty and retention while 8% of the respondents agreed with this statement. 4% of the respondents were neutral while 12% and 8% of the respondents disagreed and strongly disagreed respectively.

Chart 7: Enhanced accountability
It was established that 52% of the respondents strongly agreed that the formulation of clear rules has made it easy for the organisation to pursue long-term and short-term goals with enhanced accountability while 12% of the respondents agreed with this statement. 8% of the respondents were neutral while 16% and 12% of the respondents disagreed and strongly disagreed respectively.

Chart 8: Employee involvement in strategic development and decision-making
It was established that 56% of the respondents strongly agreed that leadership control over teams has enhanced employee contribution to decision-making and strategic development while 16% of the respondents agreed with this statement. 12% of the respondents were neutral while 8% and 8% of the respondents disagreed and strongly disagreed respectively.
[bookmark: _Toc175135807]4.5 Objective 3: To Analyse some of the Challenges Faced by Organisational Leadership in Navigating the Modern Dynamic Business Landscape.
This study’s third objective looked into some of the leadership challenges faced by Tesco in navigating the modern dynamic business environment. The 5-point Likert scale was maintained by the researcher where 5 signified strongly agree (SA), 4 signified Agree (A), 3 signified Neutral (N), 2 signified disagree (D), and 1 signified strongly disagree (SD). The outcome of this research objective has been summarised in Table 4.4:


	Description
	5(SA)
	4(A)
	3(N)
	2(D)
	1(SD)

	The different employee expectations and needs make it hard for the leaders to incorporate all employees in decision-making.
	14 (56%)
	5 (20%)
	1 (4%)
	2 (8%)
	3 (12%)

	The ever-changing nature of the business environment with some unpredicted occurrences makes it hard for strategic planning.
	12 (48%)
	6 (24%)
	2 (8%)
	3 (12%)
	2 (8%)

	The high cost of strategic formulation and implementation is a challenge considering the current volatile economic period
	16 (64%)
	2 (8%)
	3 (12%)
	2 (8%)
	2 (8%)


Table 4.4: Leadership challenges faced by Tesco, London Superstore.

Chart 9: Varying employee needs and expectations
It was established that 56% of the respondents strongly agreed that the different employee expectations and needs make it hard for the leaders to incorporate all employees in decision-making while 20% of the respondents agreed with this statement. 4% of the respondents were neutral while 8% and 12% of the respondents disagreed and strongly disagreed respectively.

Chart 10: Unpredictable business macro-environment
It was established that 48% of the respondents strongly agreed that the ever-changing nature of the business environment with some unpredicted occurrences makes it hard for strategic planning while 24% of the respondents agreed with this statement. 8% of the respondents were neutral while 12% and 8% of the respondents disagreed and strongly disagreed respectively.

Chart 11: Economic Volatility
It was established that 64% of the respondents strongly agreed that the high cost of strategic formulation and implementation is a challenge considering the current volatile economic period while 8% of the respondents agreed with this statement. 12% of the respondents were neutral while 8% and 8% of the respondents disagreed and strongly disagreed respectively.
[bookmark: _Toc175135808]4.6 DISCUSSION
Objective 1: Leadership Strategies and Styles that have been adopted by Tesco, London Superstore.
Leadership is fundamental to organisational success since leaders not only act as a bridge between the organisation micro and macro-environments but also help in empowering employees and promoting the realisation of set organisational goals (Adiguzel, Ozcinar, and Karadal, 2020). This research first sought to determine the leadership styles and strategies adopted within the case organisation. It was established that the company utilises a blend of transformational leadership, servant leadership, and democratic leadership; transformational leadership has been demonstrated through the provision of personnel autonomy to be creative and innovative – as reiterated by 60% of the respondents – while democratic and servant leadership styles have been demonstrated through the active involvement of employees in the decision-making process at all management levels – as noted by 64% of the respondents. Although Tesco has a hierarchical management system, its framework is more decentralised and this has eliminated the concentration of power at the top (Tesco, 2024). This was also reiterated within the study with only 36% of the respondents strongly agreeing that the organisation’s leadership has full control of the different teams and decisions made with minimal input from the subordinates.
Objective 2: The Influence of the Adopted Leadership Strategies and Styles on Organisation Ability to Manage the Changing Business Environment.
In investigating the second objective, the researcher sought to create a connection between the leadership strategies and styles discovered in objective one and the organisational ability to manage the changing business environment. Alblooshi, Shamsuzzaman, and Haridy (2021) noted that the modern consumer is characterised by dynamic and ever-changing needs and preferences meaning that organisational success depends on the ability to come up with innovative and creative ways to meet these dynamic needs. This aspect was also reiterated by Franken, Plimmer, and Malinen (2020) who noted that creativity and innovation allow organisations to come up with consumer-specific and unique products and services, ultimately increasing the probability of realising long-term success. This study confirmed this assertion as more than 50% of the respondents agreed that through the innovation and creativity provided by transformational leadership strategies, the organisation has managed to develop better responsiveness to changing consumer needs and preferences.
Additionally, a report by PwC (2024) asserted that employee turnover is a primary contemporary leadership and management challenges facing organisations today. This has been partly contributed by employee shortage as well as increased competition from leading multinational brands for the few employees within the current labour market. Realising high employee retention, therefore, is considered a vital indicator of organisational success and provides a company with the stability and talent needed to keep up with the changing business environment (Laureani and Antony, 2019). Through the continuous involvement of employees in decision-making, Tesco has been able to create a sense of belonging among its personnel which has ultimately translated to high employee loyalty – as noted by more than 68% of the respondents.
Successful change management, according to Lewin’s change management model, involves the creation of frameworks that would promote accountability and transparency as well as the allocation of responsibility to different organisational functional units (Hristov and Zehrer, 2019). This study established that although Tesco embraced a transformational and democratic leadership framework, it has a clear chain of command and tasks have been precisely allocated to the different functional units within the organisation (Tesco, 2024). This framework has allowed for the realisation of enhanced accountability and transparency while at the same time allowing the company to involve most of its stakeholders in strategic decision-making processes – as noted by 52% of the respondents.
Tesco’s leadership is characterised by a hands-off approach where employees have been given the freedom to come up with autonomous decisions and contribute to overall company strategic decision-making; as noted by 56% of the respondents. Operating in the retail industry means that Tesco’s employees have regular encounters with customers in the stores and across the different online platforms. Considering the diverse needs and preferences of today’s consumer base, the company’s adoption of a hands-off leadership approach has given employees the freedom to adjust strategies based on specific consumer needs and characteristics (Tesco, 2024). Through this strategy, the company has been able to realise limited personnel resistance, especially when it comes to the integration of technology into business operations.
Generally, this study has established that adopted leadership styles and strategies significantly influence organisational change management within the contemporary environment. Tesco’s flexible leadership framework which incorporates elements of democratic, servant, and transformational leadership, has allowed the company to not only optimise the intangible skills and expertise offered by employees but also maintain a superior market share and keep up with the changing consumer needs and preferences. This explains why Tesco has managed to maintain a superior market share of 27% within the retail industry despite fierce competition from other multinational brands such as ASDA and Sainsbury’s.
Objective 3: Challenges Facing Strategic Leadership Implementation at Tesco, London Superstore.
Although Tesco has managed to cement its position at the peak of the retail industry, some strategic challenges affect its leadership and compromise its long-term success. These challenges include different employee expectations and needs which make it hard for all employee needs to be incorporated into the strategic vision for the organisation – as noted by 56% of the respondents. Currently, Tesco has an employee portfolio of more than 330,000 personnel from different social and cultural backgrounds (Tesco, 2024). Such a diverse portfolio presents the company with employees who have varying expectations, strengths, and weaknesses. It is, therefore, hard for the company to completely include these employee needs in its strategic planning and decision-making.
Furthermore, the dynamic nature of the current business environment has presented multiple uncertainties about the future, especially with regard to consumer needs, financial stability, and competitor trends (Purwanto et al., 2020). This is a challenge that Tesco is also facing and it has ultimately affected long-term planning within the company as noted by 48% of the respondents. The current volatile economic conditions have also made it hard for Tesco to implement some of its capital-intensive strategic plans such as expansion into new markets as well as creating a challenge when it comes to the implementation of monetary employee motivation frameworks. Without clear frameworks to address these issues, Tesco not only risks losing its market share but also reduced consumer loyalty and reduced profitability margins.



[bookmark: _Toc175135809]CHAPTER FIVE:
[bookmark: _Toc175135810]CONCLUSION AND RECOMMENDATIONS
[bookmark: _Toc175135811]5.1 Introduction
This chapter provides a summary of the research discussions and findings as well as recommendations for both practice and knowledge. The practice recommendations also address the fourth research objective which sought to recommend solutions to the noted challenges in objective three of this research.
[bookmark: _Toc175135812]5.2 Conclusion
This strategy sought to investigate the role of effective leadership in managing the changing business environment in an organisation with a case analysis of Tesco, London Superstore. The first study objective sought to investigate the leadership styles and strategies implemented within the case organisation. Under this objective, the researcher established that Tesco has embraced a flexible leadership approach that transitions across transformational leadership, servant leadership, and democratic leadership. Under these leadership frameworks, the organisation has given its employees the autonomy to be creative and innovate while at the same time actively involving them in decision-making. Also, although the organisation has a hierarchical leadership framework, a delegation of roles is a common strategy within the organisation where subordinates are assigned specific tasks and responsibilities to be completed within set timelines.
Through these leadership frameworks, the organisation has managed to realise boosted employee loyalty, increased consumer responsiveness, and enhanced decision-making. Furthermore, Tesco, over the years, has managed to successfully anticipate any changes within its macro-environment and utilise the creativity and innovation of its personnel to adjust to the changes. This explains why it has managed to stay ahead of the competition in the retail market with a market share of 27% despite high competition from other multinational brands such as ASDA and Sainsbury’s. However, the company also faces a set of leadership challenges including limited resources due to the economic volatility being witnessed, dynamic market trends that hinder successful long-term strategic planning, and varying personnel needs and preferences which makes it hard for all of them to be included in the company’s strategic roadmap. Nevertheless, the study has established that there is a strong and positive association between leadership and successful change management within organisations.
[bookmark: _Toc175135813]5.3 Recommendations
This section also addresses the study’s fourth objective. To begin with, Tesco needs to ensure a complete decentralisation of its HR role to collect information regarding personnel needs and preferences from as many employees as possible. Currently, the role is centralised and this exposes the organisation to the risk of some employees feeling left out of the strategic decision-making processes. It is also recommended that Tesco supplements its long-term strategic planning with short-term flexible strategic management where the long-term complex strategies can be broken down into short-term and more responsive strategies. This will allow the company to adjust accordingly to any changes within its macro-environment, ultimately promoting sustainable competitive advantage. Tesco also needs to consider seeking additional capital injection from either existing shareholders or additional shareholders to help undertake its long-term capital-intensive development plans. Alternatively, the company can consider pursuing short-term projects that are less capital intensive as it observes the economic trends to help come up with better capital accumulation for future projects.
It is also recommended that future studies be conducted in other organisations other than Tesco to help determine how the organisations have utilised different leadership frameworks to promote change responsiveness. Further, future studies should consider utilising a bigger sample size and more detailed data analysis approaches such as SPSS which would provide details about the extent of association between the dependent and independent variables.
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You have been selected as part of a 25-respondent population to provide information for an academic study aimed at analysing the impact of leadership strategies and styles on organisational change management, with a case analysis of Tesco, London Superstore. Please respond to the following statements based on a 5-Point Likert scale where 5 signifies strongly agree (SA), 4 signifies agree (A), 3 signifies Neutral (N), 2 signifies disagree (D), and 1 signifies strongly disagree (SD). Thank you
Objective 1: Leadership Strategies and Styles that Have Been Adopted by Tesco, London Superstore.
	Description
	5(SA)
	4(A)
	3(N)
	2(D)
	1(SD)

	Employees at the organisation are given autonomy to be creative and innovative
	
	
	
	
	

	Employees are actively involved in decision-making across all levels of management.
	
	
	
	
	

	The organisation has clear rules and regulations as well as a hierarchy of leadership and authority.
	
	
	
	
	

	Leaders have full control of the different teams and make decisions with minimal input from subordinates
	
	
	
	
	



Objective 2: The Influence of the Adopted Leadership Strategies and Styles on Organisation Ability to Manage the Changing Business Environment, A Case Analysis of Tesco, London Superstore.
	Description
	5(SA)
	4(A)
	3(N)
	2(D)
	1(SD)

	Innovation and creativity have given the organisation better responsiveness to changing consumer needs and preferences.
	
	
	
	
	

	Consistent employee involvement in decision-making has created an environment of enhanced personnel loyalty and retention.
	
	
	
	
	

	The formulation of clear rules has made it easy for the organisation to pursue long-term and short-term goals with enhanced accountability.
	
	
	
	
	

	Limited leadership control over teams has enhanced employee contribution to decision-making and strategic development
	
	
	
	
	



Objective 3: To Analyse some of the Challenges Faced by Organisational Leadership in Navigating the Modern Dynamic Business Landscape.
	Description
	5(SA)
	4(A)
	3(N)
	2(D)
	1(SD)

	The different employee expectations and needs make it hard for the leaders to incorporate all employees in decision-making.
	
	
	
	
	

	The ever-changing nature of the business environment with some unpredicted occurrences makes it hard for strategic planning.
	
	
	
	
	

	The high cost of strategic formulation and implementation is a challenge considering the current volatile economic period
	
	
	
	
	




INVOLVEMENT IN DECISION-MAKING


SA (5)	A (4)	N (3)	D (2)	SD (1)	64	20	0	8	8	

HIERARCHY OF LEADERSHIP AND AUTHORITY


SA (5)	A (4)	N (3)	D (2)	SD (1)	80	4	4	8	4	

FULL CONTROL OF TEAMS BY LEADERS


SA (5)	A (4)	N (3)	D (2)	SD (1)	36	20	8	20	16	

RESPONSIVENESS TO CONSUMER NEEDS AND PREFERENCES


SA (5)	A (4)	N (3)	D (2)	SD (1)	40	24	12	8	16	

PERSONNEL LOYALTY AND RETENTION


SA (5)	A (4)	N (3)	D (2)	SD (1)	68	8	4	12	8	

ACCOUNTABILITY


SA (5)	A (4)	N (3)	D (2)	SD (1)	52	12	8	16	12	

STRATEGIC DEVELOPMENT


SA (5)	A (4)	N (3)	D (2)	SD (1)	56	16	12	8	8	

VARYING EMPLOYEE NEEDS AND EXPECTATIONS


SA (5)	A (4)	N (3)	D (2)	SD (1)	56	20	4	8	12	

UNPREDICTABLE BUSINESS MACRO-ENVIRONMENT


SA (5)	A (4)	N (3)	D (2)	SD (1)	48	24	8	12	8	

ECONOMIC VOLATILITY


SA (5)	A (4)	N (3)	D (2)	SD (1)	64	8	12	8	8	

autonomy for creativity and innovation


SA (5)	A (4)	N (3)	D (2)	SD (1)	60	16	4	12	8	
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