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The current study aims to critically analyse the effect of leadership styles adopted at Amazon on employee engagement while also focussing on communication, transparency, and ethical behaviour of leaders. To collect data, the study relied on structured and scaled questionnaire containing close-ended questions. The survey was conducted with employees of Amazon which is analysed using statistical techniques such as inferential statistics, and frequency-graphical analysis. The study findings postulate that, at Amazon, different types of leadership styles are adopted such as transformational authoritarian, and democratic. It has also been unveiled that employee satisfaction is high. Management strongly supports their professional development which results in high employee satisfaction from their jobs at Amazon. The findings also indicate that effect of leadership style is significant on employee engagement at Amazon. On the other hand, the similar significant relationship is observed between ethical behavioural practices by leaders at Amazon and employee engagement within the company. In addition, the results also unveil that transparency in leadership and management significantly affects employee engagement, while effective communication also statistically and significantly affects employee engagement 
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[bookmark: _Toc175765974]Chapter 1: Introduction, Aims and Objectives
1.1 [bookmark: _Toc175765975]Introduction

This proposed research is objected to widely examining the association amid leadership styles and employee engagement at Amazon. The main emphasis of this study is to comprehend ways that diverse styles of leadership applied within the business enterprise affect employee satisfaction levels and overall engagement. By analysing this critical relationship and connection amid identified variables, the current study seeks to offer valuable and detailed insights which contribute towards enhancing organisational effectiveness and employee well-being. 
[bookmark: _Toc175765976]1.2 Research Rationale

The importance of employee involvement and engagement in boosting success and attaining long-term growth has been increasingly apparent to firms in recent years (Meyer, 2023). According to Edmondson (2018), employees who are engaged exhibit greater levels of commitment, enthusiasm, and productivity, which in turn leads to improved customer satisfaction and overall organisational success. The work atmosphere and employee engagement levels are significantly shaped by leadership; thus, it is critical to comprehend how various leadership philosophies affect worker satisfaction (Rossman, 2017). In addition, one of the biggest international e-commerce firms, Amazon, provides a perfect backdrop for my study. An intriguing case for study is made by the organisation's well-known leadership values, varied workforce, and intricate organisational structure (Stone, 2013). Examining how leadership styles and employee engagement relate to one another at Amazon is crucial because it offers special insights that apply to a variety of businesses operating in various sectors and industries. 
[bookmark: _Toc175765977]1.3 Aims and Objectives

· To research and analyse existing literature regarding leadership styles and employee engagement with a particular focus on retail environments.
· To conduct primary research using surveys to gather perspectives on leadership styles and employee satisfaction at Amazon.
· To critically analyse the different leadership styles practiced within Amazon, including transformational, transactional, and other notable styles.
· To evaluate employee satisfaction levels at Amazon through comprehensive surveys, and other data collection methods.
· To identify and analyse key factors influencing employee engagement at Amazon, including communication, transparency, ethical behaviour, and leadership style.
· To provide meaningful recommendations for leaders and organisations at Amazon and beyond, suggesting specific strategies and practices to enhance employee satisfaction and boosts a positive work environment. 
[bookmark: _Toc175765978]1.4 Structure of the Study

The proposed research is structured into five interconnected chapters. The first chapter is an introduction that sets the background of the research along with the rationale and formulate aims and objectives of the research. The subsequent chapter two is a literature review that analyses the arguments and findings of different researchers in relation to the aims and objectives of the study described in chapter one. The third chapter of the study is research methodology, which sheds light on data collection and analysis methods along with research philosophies and approaches adopted to achieve research objectives and questions. The fourth chapter of the dissertation is analysis and discussion which is a practical application of established research methodology to develop results and findings of the study. The last chapter, five, is the conclusion, in which findings are summarised, limitations of the study are discussed, and future directions are made to carry out future research overcoming limitations of the current study. 


[bookmark: _Toc175765979]Chapter 2: Literature Review
[bookmark: _Toc175765980]2.1 Introduction

The current chapter literature of the following study aims to examine the arguments and findings of previous researchers on the relationship between leadership styles and employee engagement in diverse industrial contexts, and regions. Therefore, the literature review is focussed on developing theoretical underpinnings on leadership styles, employee engagement and the relationship between both variables, which is the core aim of the objective of the current study also. In addition, the chapter also discusses relevant and applicable theories which form the theoretical framework of the research to justify and analyse the findings in terms of implications on Amazon. Further, the literature review chapter also describes research gaps in the existing body of knowledge, which derives motivation to carry out this study. 
The field of corporate management is constantly changing, and this is supported by various sources in the academic literature. Research studies, industry reports, and expert opinions consistently highlight the evolving nature of leadership styles and their influence on employee engagement. For example, a study by Avolio and Yammarino (2013) discusses the dynamic nature of leadership theories and the need for continuous updates and adaptations to keep pace with the changing business environment. Avolio and Yammarino (2013) argue that as organisations face new challenges, such as technological advancements and changing workforce demographics, leadership styles should evolve to engage employees effectively and drive organisational success. Furthermore, Sosik and Jung (2010) emphasise the importance of leadership development programs that can adapt to changing needs in today's global business environment. The authors suggest that organisations need to adopt flexible leadership styles that can address diverse employee needs and respond to emerging trends in the marketplace.
Regarding the specific causes of change in leadership following the pandemic, there have been several articles and studies exploring this topic. For instance, a recent article by Garretsen et al.  (2022) examines how leadership practices changed during the pandemic across different countries. The study highlights the shift towards more empathetic and adaptive leadership styles, as leaders needed to navigate the uncertainties and challenges brought by the crisis.  


In terms of the findings of Garretsen et al.  (2022), it can be said that flexible leadership behaviour and style allow employees to increase motivation as they are empowered to work flexibly, from remote locations or as per their preferred shift timings which was the requirement in the era of COVID-19. Hence, a flexible leadership style is observed to be related to high employee motivation and engagement. Known for its distinct corporate culture, Amazon operates under a set of leadership principles that not only shape its culture but also guide its strategic decisions and employee interactions. These principles, originating from the vision of Jeff Bezos, Amazon's founder, highlight the importance of customer obsession, ownership, and a focus on the long term (Stone, 2013). Amazon is globally renowned for its unique corporate philosophy and progressive management strategies. This statement is supported by the article of Meyer (2023), where the researcher also analysed the organisational structure of Amazon and put forward that a flexible leadership style under a functional organisational structure supports quick strategic management initiatives, which consequence in the identification of strengths, weaknesses and opportunities. Hence, it derives future strategic directions for business growth, deriving innovative strategies for service engagements and overcoming weaknesses. 
Meskelis and Whittington (2020) argue that effective leaders can inspire and influence their team members to work toward the organisation's vision and goals. By understanding the impact of different leadership styles on employee engagement, organisations can develop strategies to cultivate effective leadership and drive the overall success of the organisation. In addition, Milhem et al. (2019) are of the opinion that leadership styles enhance employee health and well-being in a way that prioritise employee engagement also contribute to employee well-being. Engaged employees experience lower levels of stress and higher levels of job satisfaction, which can lead to improved mental and physical health.
[bookmark: _Toc175765981]2.2 Review of Literature on Leadership Styles and Employee Engagement

Leadership can be defined as the ability to influence and guide individuals or groups toward achieving a common goal or vision (Thanh and Quang, 2022). The concept of leadership styles encompasses the various methodologies and behaviours leaders employ when interacting with their team members. These styles are deeply influenced by a leader's personality, core values, and personal beliefs. The research of R, G, and Jesu (2019) examined the relationship between emotional intelligence and leadership effectiveness in a sample of managers. They found that higher levels of emotional intelligence were associated with better leadership performance. Goleman, Boyatzis, and McKee (2002) have discussed emotional intelligence as the key way to building leadership and identified several leadership styles, including transformation, transaction, and neglect. Therefore, it can be postulated that employee engagement is a complex concept indicating the extent of psychological involvement in job contexts within a company. Concerning the first criterion resonates well with their values for the organisation’s goals and their passion for seeing it prosper. 
Herzberg’s Two Factor Theory is one of the most recognised theories that aim to explain what motivates or provides satisfaction to an employee to ensure their engagement. The theory also proclaims the significance of both external and internal motivation in the background of the behaviour of employees (Thanh and Quang, 2022). The theory suggests that there are two sets of factors that influence employee motivation and job satisfaction, which are comprised of a hygiene factor, which is often referred to as the physical, social or organisational work environment factors referring as extrinsic rewards and motivators, which are also known as the psychological factors which are also considered as intrinsic rewards (Singh and See, 2022). The force that comes under hygiene factors is, for instance, this is pay, physical working conditions, job security, and company policies that, if they are deemed sufficient, will eliminate dissatisfaction but have nothing to do with motivating the employees (Singh and See, 2022). Therefore, on the other hand, motivators like recognition, achievement, increase in growth facilities, and increase in responsibility are inherent in the job itself, producing job satisfaction and motivation in the employees. Retention and loyalty are also increased by leadership styles, which Build et al. (2019) argue that promoting employee engagement develops a positive work environment, leading to higher employee satisfaction and loyalty. When employees feel valued and supported by their leaders, they are more likely to stay with the organisation for the long term. 
The link between leadership styles and employee engagement has been the subject of a thorough investigation. Kahn (1990) discovered that leadership practices marked by support, respect, and recognition are instrumental in boosting employee engagement. Similarly, Sinek (2009) contends that leaders who not only inspire but also articulate a clear and compelling vision significantly sustain employee engagement and commitment. The measurement of employee engagement is discussed within CIPD (2021), that employee retention rates, employee turnover rates, and annual engagement surveys are appropriate measures to analyse employee engagement. 

[bookmark: _Toc175765982]2.3 Analysis of Leadership Styles at Amazon and Their Impact on Employee Engagement

Amazon is a widely studied and researched company in the field of business and management. Many academic articles, books, and case studies have been written about Amazon's business strategies, operational success, and customer-centric approach. The long-term orientation is noted to be one of Amazon’s strongest orientations when it comes to leadership and employee engagement in the organisation. However, it is necessary to critically examine how this principle is applied in an organisation throughout the process of performance (Ardi et al., 2020). Manu (2022) also noted that despite leaders often saying that they prefer sustainable growth over the gratification of short-term achievements, it is possible to observe some situations in which short-term advantages are pursued at the cost of long-term profits. Thus, it is important to determine the extent to which long-term thinking is rhetoric more than reality when it comes to the actions and decisions of leaders at Amazon. 
Hence, it can be said that it is impossible to ignore ways that Amazon’s Customer Obsession, Ownership, and Long-term thinking have impacted leadership and employee engagement entirely positively. However, it has been described as the company’s success factor. This brings the need to look at the extent to which these principles of employee engagement boost innovation, self-responsibility and organisational freedom among employees (Thanh and Quang, 2022). Analysing these aspects allows for obtaining an enhanced comprehension of the opportunities and challenges that can be found in Amazon’s approaches to leadership and employee engagement (Ardi et al., 2020). Recalled practices revealed that leaders at Amazon have a huge responsibility to understand customer needs and satisfy them (Fisher et al., 2020). Since the customer is the key here, it boosts an environment that is incubating, and its objectives are centred on the delivery of superior customer experience. Also, at Amazon, there is the principle of ownership, which means the responsibility for the projects lies with the employees. It also adds a sense of accountability to a project because each employee should put a part of themselves into a project (Ramadan et al., 2021). 
The use of employee empowerment as a management strategy at Amazon means that the employees are allowed to take full responsibility for their projects, which in turn helps to increase their motivation. Moreover, the fact that Amazon is long-term oriented is another element concerning the leadership and management of people in the company (Meskelis and Whittington, 2020). Managers in Amazon’s organisation's goal is to make decisions that more willingly bring long-term rewards rather than short-term benefits (Ardi et al., 2020). On the basis of this long-term orientation, leaders in an organisation develop the growth of their subordinates, which often serves to increase commitment among these workers. In general, three essential Amazonian values, including customer obsession, ownership, and long-term thinking, help Amazon to succeed in the sphere of leadership and employee engagement (Manu, 2022). 
The leadership methodologies employed by Amazon profoundly influence both the morale and the productivity of its employees. The principle of customer obsession, coupled with a relentless pursuit of innovation, motivates employees to constantly seek enhancements and develop novel solutions that better address customer demands. This dynamic cultivates a workplace where employees feel a strong sense of purpose and satisfaction, boosting their engagement and dedication to the company's objectives (Goleman et al., 2002). In addition, the principle of ownership leads to the creation of an empowerment culture and employee autonomy. Therefore, with the help of increasing encouragement of employees to accept responsibility for outcomes and decisions, the company remained successful in introducing the likely sense of fulfilment and pride. It substantially contributes to employee engagement, job satisfaction and productivity (Fisher et al., 2020). 
The focus on long-term thinking further reinforces this by prioritising investments in employee development and growth opportunities. Such strategic focus not only enhances their skills but also boosts loyalty and a long-term commitment to the company, making employees feel valued and more likely to remain engaged and productive (Herzberg, 1959). The leadership styles at Amazon resonate well with established academic theories on leadership and employee engagement. For instance, Amazon's customer-centric approach echoes the principles of transformational leadership, which is centred around inspiring employees to achieve greater organisational goals (Sinek, 2009).
[bookmark: _Toc171702837][bookmark: _Toc175765983]2.4 Theoretical Framework

[bookmark: _Toc171702838]Employee engagement and leadership styles and approaches are widely theorised and discussed concepts. However, the theoretical underpinnings of the current research are structured on transformational leadership theory and the Job Demands-Resources (JD-R) Model (Katou et al., 2022). Transformational leadership theory focuses on the leadership role to motivate. It inspires the workforce to surpass their productivity and self-interests in determination for organisational goals and objectives, which boosts high employee engagement levels by means of idealised impact, inspirational as well as intellectual stimulation (Widanti and Sunaryo, 2022). On the other hand, JD-R Model hypothesises that the engagement of employees is affected by striking a balance amid job demand and resources. Job demand leads to excessive pressure and burnout among employees, while resources in terms of supportive leaders provide continuous feedback and growth opportunities, which enhance employee engagement (Tummers and Bakker, 2021). Therefore, the theoretical framework combined with the JD-R model and transformation leadership theory is applicable to examine how leadership styles at Amazon will manage job demand and enhance employee motivation and inspiration, resulting in high job satisfaction and employee engagement levels. 
[bookmark: _Toc175765984]2.5 Research Gaps

The critical analysis of the effect of leadership styles adopted at Amazon on employee engagement levels is driven by considerable research gaps in the existing body of knowledge or literature. Akanji et al. (2018) examined the relationship between leadership style and employee engagement in the case of Nigerian universities, following the research gap in terms of the scarcity of existing literature focusing on leadership styles and employment at academic institutions and employees. However, Akanji et al. (2018) also leave a major research gap by only focusing on academic institutions, which limits the applicability of the findings to e-commerce firms of developed countries like Amazon. On the other hand, Buil et al. (2019) also carried out a similar study to examine how transformational leadership affects employee performance through employee engagement and proactive personality. However, the analysis of the direct relationship between leadership style and employee engagement was neglected. Therefore, the identified research gaps demand critical analysis of how the leadership style adopted at Amazon affects the engagement levels of its employees, which is the main focus of the current study. 
[bookmark: _Toc171702839][bookmark: _Toc175765985]2.6 Conclusion

Grounded on a review of existing literature, the analysis of findings and arguments of previous researchers on the topic, it has been observed that there is a scarcity of detailed understanding of ways that styles and approaches of leadership at Amazon influence levels of employee engagement. The current research study, thus, substantiality as it objects to explore and analyse the unique leadership principles applied within the company and their influence on morale, engagement and productivity of the employees. With the help of assessing the leadership styles across Amazon, the current study provides a detailed analysis into ways that leadership styles contribute towards greater levels of employee engagement observed within the firm. The results of the literature reviews for different leadership styles adopted within the firm and their influence on employee engagement also provide practice implications for the firm as well as other organisations. The literature review findings also act as a guide for managers and leaders within diverse industries to enhance levels of employee engagement within their firms. Though, as the present literature is found to focus on other firms in different regional settings, the focus on Amazon leadership styles and employee engagement is limited, which leads to carrying out the current study. In the next step, research methodology is provided below, which discusses applicable and relevant research methodologies in terms of approaches, data collection and analysis methods to answer research objectives and questions while developing findings and results of the current study.


[bookmark: _Toc175765986]Chapter 3: Research Methodology
[bookmark: _Toc175765987]3.1 Introduction

The research methodology chapter of the current research is a description of relevant and applicable research methods to develop reliable and valid findings to answer the research question. The chapter elaborates research philosophy, research approach, data collection and analysis methods, sample size and recruitment criteria, along with ethical considerations. 
[bookmark: _Toc175765988]3.2 Research Philosophy

The two major research philosophies are comprised of positivism and interpretivism. Positivism bases its data on facts and tangible issues, and it is assertive of the scientific method of producing results and findings (Noyes et al., 2019). It is based on establishing cause-and-effect relationships and developing empirical evidence. Interpretivism, on the other hand, emphasises the subjectivity of perception of the world and people and, hence, explores social reality in depth through the use of qualitative data collection techniques (Patel and Patel, 2019). The applicable research approach of this study is positivism as supported by the primary data collection method, the structured and scaled questionnaire filled by 85 Amazon employees. In line with the analysis, the research seeks to use positivism to quantify the effect of various forms of leadership on the engagement levels of organisational employees using structured surveys and data analysis through primary techniques. 
[bookmark: _Toc175765989]3.3 Research Approach

Deductive and inductive research are the two primary data approaches on which research studies are based. In the deductive approach, the researcher begins with the theory or hypothesis to be tested through the collection and analysis of data (Rahman, 2020). On the other hand, inductive research does not start with theories but focuses on observations to come up with theories from the patterns that are obtained (Leavy, 2022). This study used the deductive research approach, consistent with the core quantitative framework and research aims of the study. Thus, hypotheses are derived from existing theories related to leadership behaviours and employee engagement and are then checked with the help of structured questionnaires conducted among Amazon employees and analysed through statistical techniques. It also enables effective hypothesis testing and is suitable for the research objective of establishing generalised effects of leadership on employee satisfaction.


[bookmark: _Toc175765990]3.4 Research Methods

The selected research method is made from two primary categories, which are comprised of qualitative and quantitative methods. Quantitative methods analyse things data statistically and empirically to generate scientific evidence on the cause-and-effect relationship between the independent and dependent variables (Sürücü and Maslakci, 2020). While qualitative methods investigate phenomena comprehensively and subjectively, these methods are more personalistic in data collection and analysis mechanisms like interviews and observations to uncover the patterns of interaction in social systems (Bauer et al., 2021). This study applies a quantitative research approach in the conduct of the survey as driven by research objectives to unveil cause and effect relationship amid employee engagement and leadership styles at Amazon. Combining quantitative data and surveys, the study adopts a quantitative research design structured to numerical data collection from 85 respondents sampled from Amazon to determine the effect of leadership style on the engagement of employees, given the fact that the study is inclined towards the development of a quantitative hypothesis. 
[bookmark: _Toc175765991]3.5 Data Collection Method

The data collection process of the current study involves using a structured and scaled questionnaire, which is comprised of close-ended questions related to employee engagement, job satisfaction, and leadership style at Amazon. The data is collected using online platforms such as Facebook and Reddit. The data collection procedure is initiated by approaching potential participants through an informed consent form and a debrief form containing the research purpose, objectives, and likely use of research findings. After obtaining informed consent from the participants, they can proceed answering the survey questions. 
[bookmark: _Toc175765992]3.6 Sampling Technique and Sample Size

As the focus of the study is Amazon specifically, a purposive sampling technique is applied to include the participants. The purposive sampling method is useful in the current study as it enables researchers to recruit participants guaranteeing that the sample is pertinent to the research objectives (Bauer et al., 2021). The sampling technique focuses on individuals with particular characteristics. For instance, in this case, employees who are experiencing leadership styles impacting their motivation, engagement and job satisfaction are recruited (Mohajan, 2020). Using the purposive sampling technique, a total sample size is kept at 85 respondents. 
[bookmark: _Toc175765993]3.6.1 Inclusion and Exclusion Criteria of Participant Recruitment

Participants have been recruited based on inclusion and exclusion criteria. To enhance diversity and inclusivity of employees representing all demographics such as male, female or prefer not to say are invited to take part in the research process. Thus, all  genders are allowed to participate in the data collection process. In addition, the participants in the study are required to be over the age of 18 years and should have been employed by the company for 1 to 5 years or more. Primarily, these employees are working in middle and managerial roles in the organisation and, therefore, have sufficient experience and inside information about the organisation to give true and fair answers to the survey questions 
[bookmark: _Toc175765994]3.6.2 Validity and Reliability of Research Instrument

The validity and reliability of the data collection instrument are measured by applying Cronbach’s alpha technique (Patel and Patel, 2019). This statistical metric allows to examine the internal consistency and reliability of the data collection instrument by comparing the alpha value with the threshold value of 0.7 (Leavy, 2022). An alpha value equal to 0.7 or higher indicates the validity and reliability of the instrument. 
[bookmark: _Toc175765995]3.6.3 Data Analysis Method

The survey data collected of a quantitative nature are assessed through the various empirical and statistical methods formulating descriptive statistics and inferential statistics like correlation analysis and regression analysis. Such kinds of statistical analyses enable researchers to study the relationship between leadership behaviours and the level of engagement found in the employees; this, in turn, facilitates a quantitative evaluation of the effects of various styles of leadership on the satisfaction levels of the employees (Chapman, 2012). In the first step, descriptive analysis and graphical visualisation techniques are used to identify patterns and themes concerning the leadership style and the levels of employee engagement of Amazon (Sürücü and Maslakci, 2020). In the next stage, the hypothesis concerning the statistical significance of the leadership factors, including communication, transparency, ethical behaviour, and growth opportunity for engaging employees and job satisfaction towards Amazon, is checked through regression analysis. The hypotheses are tested by analysing P-value against the standard condition (P-value<0.05) at a 95% confidence interval (Mohajan, 2020). 

[bookmark: _Toc175765996]3.6.4 Ethical Considerations

The ethical considerations of the primary research are based on four principles, which involve the withdrawal rights of the participants, informed consent, voluntary participation, confidentiality, anonymity, and data protection (Noyes et al., 2019). Therefore, the participants were recruited through informed consent obtained from the declaration of Amazon employee. The participation remained totally voluntary, and none of the participants was harmed or forced to fill out the questionnaires (Rahman, 2020). In addition, they were allowed to leave the data collection at any point to ensure withdrawal rights. Moreover, to guarantee anonymity and confidentiality, personally identifiable information such as name, designation, or occupation was not collected from the participants (Bauer et al., 2021). Besides, to comply with the Data Protection Regulation UK DPA, 2018, the data was stored in access-controlled devices, which were discarded after the final submission of the research (Rahman, 2020). 
[bookmark: _Toc175765997]3.7 Conclusion

The research methodology of the following study summarises that as the objectives and aim of the research are to unveil quantitative evidence for the relationship between employee engagement levels at Amazon and leadership styles, a primary quantitative research design is appropriate. Hence, the suitable research philosophy is positivism, which requires to collect and analyse scaled-structured data using statistical techniques. It is also supported by the application of a deductive research approach for testing the hypothesis to examine the significant level of the relationship between identified variables. The data collection involves 85 employees of Amazon who filled out online surveys. The data is analysed using statistical techniques such as descriptive statistics and inferential statistics. 


[bookmark: _Toc175765998]Chapter 4: Results Analysis and Discussion
[bookmark: _Toc175765999]4.1 Introduction

In the current chapter four of the study, the devised research methodology is applied to establish the results and findings of the study and achieve research objectives. A total of 85 questionnaires were completed by the respondents to develop in-depth findings. By analysing the findings following research objectives are answered:
· To critically analyse the different leadership styles practiced within Amazon, including transformational, transactional, and other notable styles
· To evaluate employee satisfaction levels at Amazon through comprehensive surveys, interviews, and other data collection methods
· To identify and analyse key factors influencing employee engagement at Amazon, including communication, transparency, ethical behaviour, and leadership style.
[bookmark: _Toc175766000]4.2 Findings
[bookmark: _Toc175766001]4.2.1 Reliability and Validity Analysis

Table 1 Reliability and Validity
	Reliability Statistics

	Cronbach's Alpha
	N of Items

	0.689
	15



From the results obtained in Table 1, it can be observed that the internal validity and reliability of the research instrument are attained as the value of Cronbach’s Alpha is 0.689, which is closely equal to 0.7, the threshold value of internal reliability (Anwar et al., 2021). 
[bookmark: _Toc175766002]4.2.2 Demographic Analysis
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Figure 1 Gender
Figure 1 depicts that out of 85 survey respondents, 61.1% are male, and 38.82% are female. 
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Figure 2 Age
From the statistics shown in Figure 2, it has been found that most of the respondents that are 43.53% and 29.41% out of 85, fall in the age category of 26-35 years and 35+ years, which indicates that data is collected mainly from employees with long-term association with the company and are experienced. 
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Figure 3 Length of Working in Amazon
From the results obtained in Figure 3, it can be seen that 20% of the respondents hold less than 1 year of association with Amazon out of a total sample of 85. While 24.71% are working for 1 to 3 years, 29.415 are working for 3 to 5 years, and 25.88 are working for more than 5 years in the company. 
[bookmark: _Toc175766003]4.2.3 Different Leadership Styles Practiced Within Amazon
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Figure 4 Different Leadership Styles Adopted at Amazon
From the results obtained in Figure 4, it can be articulated that at Amazon, out of 85, 32.94% of the employees reported that transformational leadership is adopted. In contrast, 29.41% of the employees felt that leaders adopt authoritarian leadership styles. On the other hand, 20% of the respondents articulated that leadership adopts a democratic leadership style to involve employees in the decision-making process. Altogether, it has been observed from these statistics that Amazon's leadership mainly relies on employee empowerment and engagement through the wide adoption of transformational and democratic leadership styles. This is also because the company is a technology and e-commerce business that heavily depends on continuous improvement and advancement in customer services through unceasing innovation and creativity. At the same time, Cahyadi et al. (2022) signifies that employee inclusion and empowerment are the prime factors for continuous innovation and creativity to attain operational excellence and enhance customer services. However, at certain times, leadership also adopts an authoritarian leadership style, though it is adopted when quick and critical decisions are required to be taken, for instance, raising capital or investments related (BHATTI et al., 2021). 
[bookmark: _Toc175766004]4.2.4 Employee Satisfaction Levels at Amazon
The employee satisfaction level is measured with the overall satisfaction scale from very satisfied to very dissatisfied and satisfaction factors which are comprised satisfied with the leadership support for employee professional development, trust between employees and leadership at Amazon, and satisfaction related to workload, which leads to overall satisfaction of the employees. 
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Figure 5 Overall Satisfaction of the Employees at Amazon
From the results obtained in Figure 5, it can be observed that employee satisfaction is higher as out of the total sample of 85, 30.59% reported being very satisfied and 36.47% of the employees reported being satisfied with their jobs. It signifies that employee satisfaction at Amazon is high. 
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Figure 6 Supporting Professional Development of Employees
From Figure 6, it has been found that out of 85, 35.29% responded that management strongly supports their professional development, and 37.65% responded with general support from the management for the professional development of employees. Abolnasser et al. (2023) are of the opinion that professional development and career advancement prospects are strong motivating and job satisfaction of employees as they develop a sense of being valued and attaining professional and monetary growth within the firm. As a result, support for professional development tends to increase the job satisfaction of employees (Muddle et al., 2020). 
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Figure 7 Trust Level Among Employees and Leadership at Amazon
According to the arguments of Anwar et al. (2021), the trust level between leadership and employees also contributes to overall job satisfaction of employees, as trust among both stakeholders is developed through open communication, transparency in feedback provision, and employee involvement in the decision-making process. It has also been found in the case of Amazon, where 24.15% of employees rated trust between and management at “1,” which represents the highest rate of trust. On the other hand, 14.13% responded with “2”. These statistics indicate employees hold strong trust in the management and leadership, which increases job satisfaction among employees at Amazon. 
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Figure 8 Satisfaction with Workload
The workload is another significant contributory factor to the job satisfaction of employees (BHATTI et al., 2021). In this regard, Muddle et al. (2020) are also of the opinion that justified workload in association with wage and incentive structure tends to increase job satisfaction among employees. It has also been unveiled in the case of Amazon, where 28.4% of the surveyed respondents responded “very satisfied” with the workload, and 31.76% of the employees responded “Being Okay” with the workload. On the other hand, 37.6% also responded that it could be better. Therefore, the results imply that there is a benchmark and area for further improvements in the workload to maximise job satisfaction of employees related to workload management. 
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Figure 9 Clear Expectations and Goals
According to the arguments of Manu, (2022) the provision of clear expectations and goals from leaders to employees, provide them strategic direction and specific guidelines in terms of job performance expectations and goals which allows them to form their working strategies while following guidance provided by the leaders and effect their job satisfaction levels. In the case of Amazon also, it has bee unveiled that, 37.65% of the employees strongly agreed and 36.47% generally agreed (Figure 9) that, leaders provide clear expectations and goals to employees which contributes to raise their job satisfaction levels. 
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Figure 10 Provision of feedback and recognition
Provision of feedback and recognition also acts as primary drivers to enhance job satisfaction of employees as it allows them to evaluate their own performance, identify areas for improvement and enhance their performance further opening prospects for career advancements and professional growth (Ramadan et al., 2021). Similarly, in the case of Amazon, feedback and recognition are widely adopted techniques to enhance employee engagement and satisfaction as according to stats unveiled in (Figure 9), 37.65% of the employees strongly agreed and 36.47% generally agreed that leaders at Amazon provide feedback and recognition.  

[bookmark: _Toc175766005]4.2.5 Key Factors Influencing Employee Engagement at Amazon
There are different factors that can influence employee engagement within the firm, which are comprised of leadership, overall morale and motivation, and appreciation for work (Muddle et al., 2020). 
[image: A graph of blue rectangles

Description automatically generated]
Figure 11 Leadership Promoting Culture of Employee Engagement
The statistics depicted in Figure 11 articulate that 25.88% of the employees believe that leadership promotes the culture of employee engagement very well. On the other hand, 25.88% of the employees responded that leadership well supports employee engagement at Amazon. Cahyadi et al. (2022) also perceives that leadership, with the help of employee empowerment, involving them in the decision-making process and endorsing a culture of information flow using a Bottom-up approach, ensures high employee engagement.  
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Figure 12 Leadership Effect on Employee Engagement at Amazon
Figure 12 illustrates the effect of leadership on employee engagement from the viewpoint of employees at the company. Out of a total sample of 85, 43.53% of the respondents responded that in some way leadership affects employee engagement, and 17.65% responded very much. Hasija et al., (2019) illustrate the ways that leadership affects employee engagement, such as resulting in employee empowerment and democratic culture guaranteeing employee involvement in the decision-making process across the firm. 	
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Figure 13 Recognition and Appreciation Affecting Employee Engagement  
Figure 13 discusses other factors such as appreciation and recognition, affecting employee engagement. To respond to this question, 28.24% responded high, and 40% responded very high. (Mpuangnan et al., 2024) is also of the opinion that when employees are given continuous feedback, appreciation and recognition against expected performance and productivity, it motivates them to further improve their productivity. They engage more in team-based tasks a share their ideas, which tends to bring creativity and innovation within the operations.   
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Figure 14 Communication style adopted at Amazon
Communication style also contributes towards high employee engagement, and empowerment in line with (Meskelis and Whittington, 2020). In the case of Amazon, the statistics obtained in figure 14 articulates that 27.06% of the employees are of the opinion that leaders adopt open and transparent commutation style, while 28.24% of the employees perceived communication style to be authoritarian in figure 14. Though, Thanh and Quang, (2022) believes that open and transparent communication style leaders to develop trust among employees and leaders which increases employee engagement.

[image: ]
Figure 15 Employee Empowerment
Valuing opinions and ideas of employees also plays a major role in increasing employee engagement and motivation (Singh and See, 2022). However, as per statistics shown in figure 15, 36.47% of the employees at Amazon, responded that their opinions are valued sometimes, while 32% of the employees stated that their opinions are valued always. This signifies that, employee engagement in Amazon is practiced differently in different functional units or hierarchical stages, which require leaders at the company to enhance employee engagement levels by ensuring company-wide adoption of standardising to value employee opinions.  
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Figure 16 Frequency of encouraging employees for open communication
In response to frequency of employees encouraged by their supervisors for open communication and listening to ideas and concerns, 40% of the employees (figure 16) believed that they are always encouraged or open communication and listening to ideas and concerns which also results in increased employee engagement and involvement as also stressed by Meskelis and Whittington (2020). While 20% of the employees (figure 16) believed that they are frequently encouraged for open communication by their supervisors which again a primary factor behind high employee engagement at Amazon. 


[bookmark: _Toc175766006]4.2.6 The effect of communication, transparency, ethical behaviour, and leadership style on employee engagement

	To examine the cause-and-effect relationship amid communication, transparency, ethical behaviour, and leadership style and employee engagement parametric test of regression analysis is applied. Prior to proceeding with the cause-and-effect analysis, it is significant to examine the assumptions of the parametric test (Swe, 2019). 
Table 2 Autocorrelation
	Model Summary

	R
	R Square
	Durbin-Watson

	.266a
	0.071
	2.120

	a. Predictors: (Constant), Communication, Ethical behaviour, Leadership style, Transparency

	b. Dependent Variable: Employee Engagement



The issue of autocorrelation is ruled out if the Durbin Watson found value found within the acceptable range of 1.5 to 2.5. As indicated in Table 2, the Durbin Watson value observed is 2.120, within the acceptable range (Trejo, 2021). Hence, it can be said that the issue of autocorrelation is out ruled, and the parametric test of regression can be processed.
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Figure 17 Scatterplot to analyse homoskedasticity
In addition, another assumption is checked through scatterplots, which allows to examine if the issue of heteroskedasticity is out ruled in the dataset and proceed to the parametric test. As shown in Figure 17, it can be observed that all data points move around the mean values and follow an obvious pattern, which depicts that the issue of heteroskedasticity is not present, and that homoscedasticity is present to apply parametric test. 
The cause-and-effect analysis are performed to examine the below hypothesis
· Ho: There is no significant effect of communication, transparency, ethical behaviour, and leadership style on employee engagement amongst employees working in Amazon.
· Ha: There is a significant effect of communication, transparency, ethical behaviour, and leadership style on employee engagement amongst employees working in Amazon.
Table 3  Cause and Effect Analysis
	Coefficients

	 
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	(Constant)
	2.441
	0.323
	
	7.557
	0.000

	Leadership style
	0.072
	0.056
	0.139
	-1.909
	0.035

	Ethical behaviour
	0.099
	0.086
	0.124
	-2.089
	0.024

	Transparency
	0.098
	0.063
	0.169
	-1.773
	0.044

	Communication
	0.064
	0.068
	0.102
	-2.376
	0.017

	Dependent Variable: Employee Engagement



The results obtained in Table 3 indicate that the effect of leadership style is significant on employee engagement at Amazon (P-0.03<0.05).  On the other hand, the similar significant relationship is observed between ethical behavioural practices by leaders at Amazon and employee engagement within the company (0.02<0.05). In addition, the results also unveil that transparency in leadership and management significantly affects employee engagement (P-0.04<0.05), while effective communication also statistically and significantly affects employee engagement (P-0.01<0.05). Therefore, it can be said that the results provide strong scientific evidence to reject the null hypothesis and accept the alternate hypothesis (Ha) and conclude that there is a significant effect of communication, transparency, ethical behaviour, and leadership style on employee engagement amongst employees working in Amazon. 


[bookmark: _Toc175766007]4.3 Conclusion
[bookmark: _Toc175766008]4.3.1 Different Leadership Styles Practiced Within Amazon

The quantitative analysis of the results of the present study indicates that Amazon mainly utilises the transformational and the democratic types of leadership, and the focus on delegating decision-making to the employees and the provision of “self-power. Using the concepts of transformational leadership as a foundation, the management’s ability to inspire and motivate the staff to perform beyond expectations accords with the findings proposed by Rasberry, (2019) to drive innovation and high levels of engagement. This approach is important, especially for a company such as Amazon, which is a technology and e-commerce company that thrives on innovation and supremacy in customer satisfaction. Milhem et al., (2019) shows that when employees are encouraged to participate in decisions, they are more committed and satisfied at the workplace. The democratic leadership style is adopted from the above research to encourage decision involvement of the employees. This particular style correlates with the participative dimension of transformational leadership in which leaders encourage the use of intellectual ability in addition to a consideration of others’ input, which supports the notion of the transformational leadership theory (Thielen, 2019). 
These findings are also supported by the Job Demands-Resources (JD-R) Model as postulated by Adeniji et al., (2020) showing that while job demands, for instance, working under pressure, can lead to burnout, job resources such as support from leader and personal control counteract the effects of the demands on burnout and enhance engagement and performance. In Amazon's organisation, a transformational and democratic culture supports these vital job resources and creates a proper organisational climate that reflects the high level of motivation and job satisfaction. Paying particular attention to transformational and democratic leadership, Amazon is not only able to stimulate people’s creativity and inspire innovations but also ensure employees’ satisfaction (Nasser et al., 2023). Thus, utilising this leadership approach is likely to create long-term organisational success because comprehensively motivated employees are constructive towards carrying out steady enhancements and excellent customer service. However, it also implies that Amazon needs to cultivate such leadership qualities constantly to sustain the incumbent level of competition. 


[bookmark: _Toc175766009]4.3.2 Employee Satisfaction Levels at Amazon

In response to the findings related to employee satisfaction levels at Amazon, the results suggest that the satisfaction rate at Amazon is relatively high, especially because of the appreciation, recognition and provision of professional development and career growth opportunities by management. This is in line with the transformational leadership theory that focuses on the need for leaders to influence employees and bring out the best in them. According to Calecas, (2019) transformational leads entail the ability to lead to a scenario whereby employees feel valued and supported, which is likely to increase the level of job satisfaction and motivation. Furthermore, the results align with the JD-R Theory since the student affairs professional’s professional development opportunities and supportive management can help to decrease job demands and improve the employee’s well-being. According to Mutha and Srivastava, (2023) when the employees get the perception that their organisation supports them when it comes to their development, not only is the work stress reduced, but also the level of organisational commitment is enhanced.
The implications of these findings for Amazon are significant. The highly acclaimed professional enrichment and career opportunities are the key components that increase the satisfaction of the employees as well as affect the increase of the organisation’s performance sphere (Bija et al., 2020). A sense that development is important gives workers the necessary motivation, and holding values focused on the company’s goals will help engage employees, increase productivity and perceived organisational commitment (Burhan et al., 2023). This approach also enables the organisation to gain and maintain high-quality talents since people are more likely to join organisations, especially when such organisations have a positive culture toward employees and their growth (Susanto et al., 2023). Thus, creating a feeling of being appreciated and showing possibilities for career and financial development would help to create a more creative and proactive staff. The specifics are that happy employees who feel backing will district their creative thinking and take more initiatives, all of which is necessary for a company operating in the technology sector such as Amazon. 


[bookmark: _Toc175766010]4.3.3 Key Factors Influencing Employee Engagement at Amazon, Including Communication, Transparency, Ethical Behaviour, And Leadership Style

In response to the identified key influencing factors of employee engagement at Amazon, the analysis of the current study reveals that leadership behaviour, ethical standards, honesty, and openness in terms of transparency impact the engagement levels of employees at Amazon substantially. The relationship between leadership style and engagement is consistent with the transformational leadership theory, which posits that leaders who communicate vision, provide encouragement, and challenge the thinking of their subordinates would attain better engagement. Angawati and Kurniawati, (2022) agrees with this, suggesting that transformational leaders help to develop a positive work climate that, in return, elicits extra work from workers. Ethical practices followed by leaders are always a central feature in improving engagement results among employees. Ramirez-Lozano et al., (2023) also categorise ethical leadership as one that entails the virtue of integrity, fairness, and concern for others at the workplace since it breeds trust and respect from the employees.
Another factor that leads to the determination of engagement is leadership and management transparency. According to Santoso et al., (2022) transparency and ethics are found to be key features under the context of leader communication that make employees understand the overall organisational goals and the specific course they are to take. This conveniently increases interaction based on the fact that none of the employees feel that they do not have any clue on where the company is heading. Another correlation that has been established is that communication is also highly related to the engagement of the employees. Thus, according to the JD-R Model for coping with stressors at the workplace by Mutha and Srivastava, (2023) communication considered a job resource helps to decrease the level of stress and ambiguity resulting from the lack of understanding and lack of cooperation between individuals. The consequences to Amazon are extensive. Thus, to sustain outstanding engagement levels in the company, it is crucial to prorate the focus on transformational leadership behaviours, guarantee that ethical behaviour is one of the top priorities, be transparent in decision making processes, and encourage freedom of speech within and beyond the working space (Adeniji et al., 2020). Therefore, Amazon is capable of constructing an organisational culture that promotes employee health, satisfaction, and organisational performance. 


[bookmark: _Toc175766011]4.3.4 Recommendations for Leaders and Organisations at Amazon

Based on the findings, several recommendations can be made for leaders and organisations at Amazon to enhance employee satisfaction and build a positive work environment. At first, it is the responsibility of the leaders to adopt transformational leadership practices (Santoso et al., 2022). This entails the ability of the leaders to ensure that they encourage the employees at the workplace. Leadership skills need to be developed to support the needs of their followers through training programs that ensure that they are fit to manage the employees, inspire them, and keep them motivated through different leadership styles (Mutha and Srivastava, 2023). 
Secondly, the ethical conduct of the various stakeholders needs to be encouraged. Managers should set the right tone or the organisational culture by being honest, transparent and ethical. Making a clear list of ethical and moral standards followed in the organisation helps to create a strong and integrity-based culture, and conducting periodic ethics training also adds to it (Adeniji et al., 2020). There is a good reason to improve the degree of transparency within leadership and management. In this case, structural communication can be attained through formal and informal practices inclusive of general, honest, and consistent announcements and discussions of the organisational goals, changes and decisions since this assist in creating trust and clear visions among employees (Trejo, 2021). 
Top management should hold regular meetings, question and answer sessions, and report on the company’s strategic development to the employees. It is generally apparent that communication should establish the foundation of all leadership strategies (Mutha and Srivastava, 2023). This means that leaders have to listen to their subordinates, give out relevant and easily understandable information and allow free-flowing conversations (Swe, 2019). Therefore, daily employee feedback can be through surveys and one-on-one meetings so that the employees are engaged and are satisfied with the kind of environment at the workplace. 
The roles of supporting professional development should be extended. Managers should ensure that there is a well-defined promotion strategy and intensive training sessions. This calls for training offer, mentorship and other learning arranged procedures that show the workers value, hence improving their job satisfaction and organisational commitment (Adeniji et al., 2020). Lastly, it is crucial to maintain a good working relationship between employees and management. Promoting cooperation, celebrating individual and group outcomes, and establishing policies that support inclusion can lead to the development of a community feel at a place of work (Nasser et al., 2023). 

[bookmark: _Toc175766012]Chapter 5: Conclusion and Recommendations
[bookmark: _Toc175766013]5.1 Conclusion

The aim of the following study was to carry out a critical analysis of the leadership styles adopted at Amazon and their impact on employee engagement at Amazon through other impacting factors such as communication, transparency, and ethical behaviour. While collecting and analysing survey data obtained from the participants of Amazon, the current study leads to several concluding remarks. In response to the objective relative to different leadership styles being adopted at Amazon, the findings of the current study unveiled that transformational, democratic and authoritarian leadership styles are adopted. However, the selection and application of leadership styles are impacted by different situations. For instance, it has been found that Amazon, being an IT and e-commerce company, completely relies on continuous innovation and creativity, which are resultant of employee empowerment and employee engagement facilitated through a democratic leadership style. Therefore, to ensure innovation and creativity in operations democratic leadership style is adopted.  On the other hand, in situations to formulate quick and critical decisions, an authoritarian leadership style is adopted, which allows the leadership and management to arrive at the decisions swiftly. However, this leadership style is critiqued to be demotivating for employees as employees’ concerns are not heard and they are not given the opportunity to provide their input and resulting less employee engagement. 
Moreover, in response to the research objective evaluating employee satisfaction levels at Amazon, the findings of the study unveil that employees at Amazon are generally quite satisfied with their workplace, with particular emphasis on the encouragement of professional development and career opportunities. The majority of the employees believe that the management here provides a lot of support and encouragement for the professional development of its workers; this consequently helps to increase the satisfaction and motivation of the employees. This support creates a feeling of appreciation for the employees and provides them with a Structural dimension within the organisation as a way of ascending the corporate ladder and earning more income. This assists in reducing work-related stress while at the same time, you are encouraged to be loyal and committed to an organisation. The understanding that the development of human capital is valued by the organisation’s leadership implies increased job satisfaction, productivity, and awareness of the organisational objectives at Amazon. To sustain such high levels of satisfaction, at Amazon, it is crucial to guarantee that support by the organisation for professional growth is intense for all employees and, at the same time, offers opportunities for enhancing new competencies and education. 
Further, in response to the research objective key factors impacting employee engagement at Amazon, the findings of the current study articulate that transparency and effective communication play an important role in engaging the employees at Amazon. The main process of leading to high engagement is the transformational leadership process that challenges the followers. This practice makes leaders of the organisation develop a favourable climate within the working environment to encourage everybody to work with enhanced productivity and performance. Leadership that is ethical holds respect from employees, resulting in increased security, trust, and commitment to the firm. The implication for leadership and management is the practice of transparency in order to make employees aware and included while developing the vision of the organisation. Communication enhances engagement through the elimination of confusion and stress since workers and subordinates are better placed to comprehend the expectations of their superiors. Therefore, for Amazon to maintain and even improve the level of engagement among its employees, it is paramount that it keeps focusing on these factors. This will help equip organisational leaders with the necessary tools to motivate their subordinates. Through the principles of ethical and transparent behaviour together with relevant and effective communication, Amazon can build up policies related to employee empowerment, well-being and engagement, resulting in long-term positive organisational outcomes.
[bookmark: _Toc175766014]5.2 Limitations

The current study, on one end, brings several effective outcomes to enhance leadership practices at Amazon to enhance employee engagement. On the other hand, it also leaves several limitations, which are based on the scope and generalisation of the findings and methodological limitations. For instance, the prime emphasis of the study is based on Amazon, an online retail firm in the USA. Therefore, the findings cannot be generalised on other industries of the USA, or online retail firms in the UK. Hence generalisation and scope of the findings are limited. Another significant limitation observed in the study is the lack of qualitative analysis or inclusion of interview responses of the employees on leadership practices and employee engagement. As both the factors hold a wider impact at the organisational level and are impacted by several factors, therefore conducting interviews would have provided mode retailed analysis on leadership styles adopted at Amazon, employee satisfaction levels and employee engagement practices. It could also provide robust support for the quantitative findings and empirical evidence provided by the current study. 
[bookmark: _Toc175766015]5.3 Future Directions

Based on the limitations of the current study, directions are provided for future researchers to analyse the effect of leadership styles on employee engagement within firms and bring more authentic and generalised findings. First of all, it is recommended that a cross-sectional study should be carried out involving e-commerce companies from other countries and inclusion of companies from different industrial sectors. It can establish findings with a wider scope, implications and generalisation. On the other hand, it is also suggested to adopt a mixed research methodology and carry out both empirical and qualitative analysis to develop more reliable and authentic results, supporting empirical findings with qualitative and wider viewpoints of employees related to the impact of leadership styles on employee engagement. In addition, future researchers are also suggested to integrate mediating factors such as the effect of organisational culture and organisational structure on the relationship amid leadership styles and employee engagement. It will provide more meaningful findings to enhance employee engagement by adopting leadership styles through different organisational structures and cultures. 
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Survey Questions

1. What is your gender?
Male
Female
Prefer not to say
Other:
2. What is your age group?
18-25
26-35
35+
3. How long have you been working at Amazon?
*
Less than a year
1-3 years
3-5 years
More than 5 years
4. How would you rate your overall satisfaction with your current job?
*
Very satisfied
Satisfied
Neutral
Dissatisfied
Verry Dissatisfied
Other:
5. How would you describe the leadership style of your immediate supervisor/manager?
*
Authoritarian (makes decisions without consulting employees)
Democratic (involves employees in decision-making)
Laissez-faire (provides autonomy and minimal guidance)
Transformational (inspires and motivates employees)
6. Do you feel that your supervisor provides clear expectations and goals?
*
Strongly agree
Agree
Neither agree nor disagree
Disagree
Strongly disagree
7. How often does your supervisor provide feedback and recognition for your work?
*
Very often
Often
Sometimes
Rarely
Very rarely
8. How would you describe the communication style of the leadership team at Amazon?

*
Open and transparent
Informative and clear
Authorial
Inconsistent
Other:
9. Do you feel that your ideas and opinions are valued by your supervisor and upper management?

*
Yes, always
Sometimes
Rarely
No, ever
10. How frequently does your supervisor encourage open communication and listen to your ideas and concerns?
*
Always
Frequently
Occasionally
Rarely
Very rarely
11. My manager supports my professional development
*
Strongly supports
Supports
Neutral
Does not support
Strongly does not support
12. How would you rate the level of trust between employees and leadership at Amazon?
*
Very high trust
1
2
3
4
5
6
7
8
9
10
No trust at all

13. In your opinion, does your supervisor prioritize team well-being? If no, please explain.
*
Your answer

14. How satisfied are you with the level of workload provided by your supervisor?
*
Very satisfied
I'm OK I guess
Could be better
Not satisfied
15. In your opinion, how well does Amazon's leadership promote a culture of employee engagement?

*
Verry well
Well
Not verry well
Not at all
16. Do you believe that effective leadership positively impacts employee engagement in the workplace?
*
Yes, verry much
Yes, in some ways
Not really
Not at all
17. Have you participated in any leadership training or development programs at Amazon?
*
Yes, multiple programs
Yes, 1 program
No
18. How would you rate the overall morale and motivation levels of employees in your department?
*
Verry low 
1
2
3
4
5
Verry high
19. In your experience, what role does recognition and appreciation play in driving employee engagement at Amazon?
*
Verry high
High
Neutral
Low
Verry low
20. Have you witnessed any instances where leadership decisions negatively impacted employee engagement?
Your answer
21. What improvements or changes do you think could be made by Amazon's leadership to further enhance employee engagement?
Your answer
22. Would you recommend your organization as a great place to work to others?
*
Yes
No
Maybe
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