[bookmark: _Toc321147149][bookmark: _Toc318188227][bookmark: _Toc318188327][bookmark: _Toc318189312][bookmark: _Toc321147011]
Leadership that inspires employees in the post-pandemic workplace
Violeta Rachleviciene 2133814| LCMB7020/Mohamed Asim | 04/12/2023

Introduction
There are alarming reports on the interesting fact that after the pandemic, people were happy and eager to return to their normal lives, but not to the new world of work (Drebes, 2022). A number of literature have expressed businesses' concern about this very issue of retaining existing employees and recruiting new ones. Due to this, the phrase “back to normal” disappeared from the business world and became a popular new one: “No one wants to work anymore” (Hyatt, 2023).
A recent survey by King's College London shows that work is considered "very or rather important in their life" by only 73% of the British, which is the lowest among the 24 nations surveyed. Between 1981 and 2022, the percentage of British people who believed less importance should be placed on work rose from 26% to 43% (Chohan and Roycroft, 2023). Furthermore, financial institution leaders have alleged that remote workers are not working as hard when they stay away from the office. They consider this to be an "aberration" that needs to be corrected as soon as possible (Ambrose, 2023).
All the evidence mentioned above, supported by the relevant literature, emphasises that there is an increasing need to identify what type of leadership style could keep everyone on track. The title of this dissertation is ‘Leadership that inspires employees in the post-pandemic workplace. This research's overall aim is to explore the leadership styles that can motivate and inspire employees to return after the pandemic to the new world of work. As journalist Felix Salmon (2023) describes it, this world is “The New not normal"—a world that is emerging from the ashes of the crisis and reshaping various aspects of our lives.
Aims and objectives
The overall aim of this research is to explore what kind of leadership inspires employees in the post-pandemic workplace.
Research Focus: To investigate what type of leadership inspires employees to work and get the job done in the post-pandemic workplace.
Research Aim: The overall aim of this research is to advance an understanding of why leadership needs a fresh approach to keep up with employees in the new world of work.
In order to realise the overall research aim mentioned above, the objectives of this research are to:
*Identify the British labour market that has been entirely changed by COVID-19 and employees in the time of the 'Great Resignation'.
*Evaluate critical pre- and post-pandemic leadership styles.
*Explore the need for a new approach to leadership in the new work environment businesses are facing in the modern day.
*Formulate recommendations for selecting ideal leaders: hire potential leaders for the post-pandemic workplace, not past achievements.
Research questions 
The questions in this section reflect the main research problem to which the answers will be sought.
1. What kind of leadership (transformational, transactional, situational, organisational, strategic, authentic, coaching, humble heroes) inspires employees in the post-pandemic workplace?
2. What should be first for leaders in the post-pandemic workplace?
How to transform a company to succeed in the future
To show empathy and compassion for their employees and customers.
How can adapt to changing situations, overcome challenges, and learn from failures? 
3. How attitudes to work have changed (not at all, slightly, completely) since COVID-19? 
4. What type of leadership is necessary for managing remote teams? 
5. What type of leadership inspires employees to get the job done?
Literature Review
This section will refer to a wide variety of sources, such as books, respected journals, credible websites, and studies on leadership and employees in the aftermath of the worldwide pandemic. The articles and studies analysed in this paper are all listed in the section “References”.
The literature review will focus on the most recent five years, which specifically pertain to the pre-COVID and post-COVID business world. The term “the post-pandemic workplace” has many meanings, but in essence, it has perhaps been expressed across 2020 to describe changes and challenges that are affecting where and how people work after the coronavirus pandemic and how leaders lead their workers.
Many organisations have found the post-pandemic workplace challenging due to employees' decreased loyalty to an employer and demands for flexibility, allowing employees to work from home. Furthermore, in the report published by the CIPD, the leaders emphasised that the new world of work encompasses more than just hybrid work. The crisis has accelerated the responsible business agenda and provided a significant opportunity for leaders and the people profession to transform the world of work. (Brown, 2021).
In addition, to ensure the fluency of the text, the keyword “the post-pandemic workplace” will be replaced in some places by the term “the new world of work”.
The objectives of a critical analysis of the existing research and theories on leadership are (1) the British labour market that has been entirely changed by COVID-19; (2) the definition of leadership; (3) employees in the time of the 'Great Resignation'; (4) happiness at work; (5) pre-pandemic leadership styles; and (6) adapting leadership to meet the post-pandemic workplace.
In conclusion, the reviewed literature on leadership has made some worthwhile contributions to our understanding of what kind of leadership inspires employees in the post-pandemic workplace. More importantly, a big picture of employees and new ideas of business leaders during uncertain times will contribute to my research's overall aim to find new approaches to leadership—better leadership to succeed organisations in turbulent conditions. Thus, in the new world of work leaders, to paraphrase an American president, John F. Kenedy, shouldn’t ask what the employees could do for their leader; the leaders should ask themselves what he or she could do for employees (Salter, 2019).

METHODOLOGY. DATA ANALYSIS. ETHICAL CONSIDERATIONS
The purpose of this study is to identify business leaders who can motivate employees in the post-pandemic workplace. The study will use a qualitative approach and an online survey to collect data. The survey will contain open-ended and closed-ended questions.
The main research question for this study is:
What kind of leadership inspires employees in the new world of work?
There are several sub-questions that stem from the main research question:
What should be first for leaders in the new world of work?
How have attitudes to work changed since COVID?
What type of leadership is necessary for managing remote teams?
What type of leadership inspires employees to get the job done?
The former will allow participants, who are HR specialists, to express their views and opinions in their own words. The latter will provide more standardised and quantitative data. The survey questions are designed to collect information about the leaders' styles, approaches, challenges, and new strategies. It will be distributed to a convenience sample of HR specialists in the UK. In terms of data analysis, the study will first describe and analyse the answers and then compare them with academic literature. Thematic analysis is suitable for this study as it can provide a detailed and comprehensive description of the phenomenon under investigation. The study will also ensure ethical conduct and trustworthiness through various strategies, such as member checking, peer debriefing, reflexivity, and informed consent. The aim of this study is to explore the business leaders who could inspire employees in the post-pandemic workplace. To achieve this aim, the study adopts a qualitative approach that uses an online survey as the data collection method. The survey consists of open-ended and closed-ended questions. On the one hand, open-ended questions allow the participants, HR specialists, to express their views and opinions in their own words; on the other hand, closed-ended questions can provide more quantitative and standardised data. The survey questions are designed to elicit information about the leader's styles and approaches, challenges, and possibly new strategies. The survey will be distributed to a convenience sample of HR specialists in the UK. In terms of data analysis, firstly, answers will be described and analysed; second, they will be compared against each other and academic literature. Thematic analysis is suitable for this study because it can provide a rich and detailed description of the phenomenon under investigation. The study will be conducted ethically, and participant confidentiality and anonymity will be guaranteed. Participants will be informed about the study's goal and rights and give their informed consent.
[bookmark: _GoBack]Limitations
This study has some limitations that should be acknowledged. First, the study relies on a convenience sample of HR specialists who have worked for various business companies in the UK. Therefore, the findings may not be generalizable to other leadership, for instance, politics. Second, this study covers a very specific period of time—the most recent five years—which specifically pertains to the pre-COVID and post-pandemic workplaces. As a result of this very specific period, there is a small amount of academic literature and books that are concerned with leadership in the post-pandemic workplace. Some leadership gurus have tried through research to create new ideas for leadership, but it is obvious that it takes more time to develop new strategies.
Third, the study uses an online survey as the only data collection method, which may limit the depth and richness of the data. The open-ended survey questions can provide more flexibility and diversity of responses, but they also pose challenges for data analysis and interpretation. Fourth, the study adopts thematic analysis as the data analysis method, which is a flexible and accessible approach but also subjective and dependent on the researcher’s skills and judgements.
Overall, potential drawbacks include non-response bias, self-report bias in the survey, and the possibility that results are not generalizable beyond the sampled organisations.
To address these limitations, the study will employ various strategies to ensure the trustworthiness and ethical conduct of the research, such as member checking, peer debriefing, reflexivity, and informed consent. The study will also suggest directions for future research that can overcome these limitations and extend the knowledge of leadership in the post-pandemic workplace.
 Significance of the Study
COVID-19 has caused significant disruption to all businesses. The former CEO of Starbucks, Howard Schultz, mustered many arguments to support the next generation of leaders. In the words of Schultz, first of all, a leader's primary job is to build a world-class team that shares the organisation's values. Secondly, most people prefer to be led rather than managed. (Schultz, 2022). 
However, after the pandemic, businesses face the problem of retaining existing employees and recruiting new ones. It seems the leadership is failing to keep up in turbulent conditions. Due to this, the need for a new leadership approach has become more critical than ever before. This study is significant in helping businesses understand the leadership that inspires employees in the post-pandemic workplace and how to use it to mitigate challenges.
Timeframe
The dissertation proposal timeframe estimates how many days it will take to deliver every stage of the research. To complete the dissertation proposal, you may have a timeframe as shown below. There is no doubt that setting down a plan for dissertation proposal activities helps to know what lies ahead chapter by chapter.
 Dissertation proposal timescales in months
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Conclusion
In today’s organisation, struggling through tough economic times and political uncertainty, it is crucial to talk of the luck of leadership, inspiring people to get back to work. This research proposal lays forth a thorough strategy for investigating the leadership that motivates employees in the post-pandemic workplace. Following the identification of the shortcomings of earlier research in this area (a broad survey of the literature for informational purposes), this research is supposed to provide businesses with useful insights about how to select the ideal CEO. Additionally, to hire leaders for what they can do, not what they have done (Bersin and Chamorro-Premuzic, 2019).
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