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[bookmark: _Toc178511086] Abstract
How leadership fits into the larger scheme of accomplishing important department goals is frequently unclear. By analyzing the leader's role in striking a balance between sustainability and employee well-being within The Passport & Immigration Department, this study fills a vacuum in the research literature. This department's leaders need to be crucial in setting an inspiring vision and fostering an environment that is more harmonic, high-performing, inclusive, caring, and sustainable. (Gupta, 2021)
The study delves into the specific leadership practices and strategies that have been successful in promoting both employee well-being and sustainability in this particular setting. By examining the intersection of leadership, employee well-being, and sustainability, this research aims to provide valuable insights for leaders in the government sector seeking to create a positive impact on both their employees and the environment. 
With an emphasis on the effectiveness of leadership in promoting and balancing employee well-being, sharpening workplace culture, implementing sustainability practices within the department, and employees' perspectives on leadership's impact on their work environment, this dissertation examines the current state of employee well-being in the Passport and Immigration Department of St. Vincent and the Grenadines/Government Service. The need for sustainable practices and employee well-being is becoming more and more important for public sector companies. Leadership plays a critical role in achieving these two objectives. 
A deliberate effort should be made at all departmental levels, to achieve a fair balance between the requirements, expectations, and welfare of the employees, their department, and the government service. Employee cohesion and a sense of belonging should be promoted, and operational management excellence founded on shared values should be enhanced. To strike this balance, one must show that they are dedicated to setting aside time, keeping lines of communication open, and offering ongoing, encouraging connections. It also necessitates a great ability to communicate and shape visions, missions, and values, which increases employee accountability, intrinsic drive, and engagement. Employees are motivated by their mental, emotional, and spiritual dispositions, creating a win-win situation for the department/government sector regardless of monetary compensation or outside incentives.
The research employs a mixed-methods approach to investigate the impact of leadership styles on the implementation of sustainability and well-being programs within the Passport and Immigration Department. This involves conducting quantitative staff surveys and qualitative interviews with departmental heads. By integrating both quantitative and qualitative data, researchers aim to develop a comprehensive understanding of the subject matter, leading to more robust conclusions and recommendations. This approach enables a more nuanced analysis, revealing underlying patterns or relationships that may not be discernible through a single method alone (Creswell, 2009).
The study delves into the challenges faced by leaders in balancing department objectives and well-being amid resource limitations. It also evaluates how leadership influences workplace culture, and employee satisfaction, and the strategies employed to achieve these objectives. Notably, the research underscores the role of transformational leadership in fostering a work environment that supports sustainable operational practices and employee well-being. The findings underline the significance of strategic and visionary leadership in achieving a successful balance between sustainability and employee well-being. Additionally, the study identifies persistent obstacles in fully integrating sustainability into daily behaviors, despite substantial efforts to enhance well-being.
Understanding these dynamics is crucial for crafting effective leadership strategies that can enhance employee satisfaction and long-term practices, ultimately leading to improved public service delivery in St. Vincent and the Grenadines. To effectively manage the public sector, it is imperative to comprehend the impact of sustainability challenges, employee well-being, training, employee management and development, leadership, and management practices on sustainability within the Passport and Immigration Department. Addressing these factors can facilitate the creation of a more sustainable work environment, benefiting employees while enhancing the overall efficiency and effectiveness of the department.
Implementing training programs focused on sustainability and well-being, fostering a culture of open communication and collaboration, and providing opportunities for professional growth and development are crucial steps in achieving this goal. Recognizing and overcoming these obstacles will enable the Passport and Immigration Department to play a pivotal role in promoting sustainability and delivering high-quality public services to the people of St. Vincent and the Grenadines. The research will provide recommendations for enhancing leadership practices to promote a harmonious balance between these critical aspects.







[bookmark: _Toc178511087]Chapter 1: Introduction
[bookmark: _Toc178511088]1.1 Introduction
The Passport and Immigration Department (PID)  a crucial role in government-to-government interaction and facilitation of migration flows, both essential for the economy of small-sized countries like St Vincent and the Grenadines (SVG). However, in attempting to deliver these roles, staff members in the department face a high workload that negatively impacts their psychological well-being.
Another challenge the department encounters is the difficulty in effectively utilizing its resources to attain economic objectives while preserving generational equity in delivering security and services to the public. This challenge aligns with the dimensions of sustainability: economic, social, and environmental. Since SVG is a Small Island Developing State (SIDS), strategically managing the nation's human capital is vital for ongoing progress.Baldacchino, G., 2020.
The pilot study examined The Role of Leadership in Balancing Employee Well-being and Sustainability in the  Immigration department in St Vincent and the Grenadines. It is a relevant and important topic that intersects multiple critical aspects of organizational management. Government employees often face unique challenges related to bureaucracy, complex regulations, training cycle issues, motivational challenges, Governance, and high-pressure environments. Exploring how proper leadership in these issues above can contribute to a sustainable organization and employee well-being which is essential for creating a positive stable and productive work environment and improving employee job satisfaction.


Leadership plays a crucial role in balancing employee well-being with organizational objectives, which is vital for enhancing overall government performance. In the Passport and Immigration Department of St. Vincent and the Grenadines, there is a need for innovative leadership to focus on strategies that build employee capacity. Currently, the department’s strategy offers limited opportunities for experiential learning, job rotation, or job enrichment, which affects job satisfaction despite high performance.
Effective leadership within this sector is essential for ensuring employees' well-being while promoting sustainability and efficiency. By fostering a culture of transparency and accountability, leaders can inspire trust and confidence in both employees and the general public. Additionally, staying abreast of technological advancements and best practices is especially important in SVG.(Mulyawan et al., 2024)
The study's insights seek to pinpoint areas for enhancement within the PID. Development interventions for organizational improvement that educate managers and senior leaders about the economic repercussions of current leadership approaches might motivate them to consciously implement changes that enhance the social environment's positive elements. Border security can help the department adapt to evolving threats and challenges. 

By implementing efficacious leadership tactics, establishments can cultivate a climate of openness, confidence, and cooperation that stimulates creativity and expansion. Moreover, fostering worker well-being via encouraging leadership can improve job satisfaction, more output, and lower attrition rates. Ultimately, an organization's success in St. Vincent and the Grenadines depends on its leaders' capacity to manage these challenging situations and prioritise their workers' welfare.

[bookmark: _Toc178511089]1.2 Background

[bookmark: _Toc178511090]Overview of St. Vincent and the Grenadines Immigration Department/Government Service:

The Immigration Department of St. Vincent and the Grenadines oversees individuals' entry, stay, and departure from the country. As part of the government service, it plays a crucial role in maintaining national security, managing migration, and ensuring compliance with immigration laws and regulations.

Here is an overview of the Immigration Department and its functions within the government service of St. Vincent and the Grenadines. The Immigration Department of St. Vincent and the Grenadines plays a vital role in managing immigration control at ports of entry, including screening travellers and verifying documents to determine eligibility for entry. It issues visas for foreign nationals, processes residence and work permits, and enforces immigration laws through inspections and actions against violations. The department ensures border security by monitoring for illegal entry and collaborating with law enforcement agencies. It also handles matters related to citizenship, often in coordination with other authorities, and engages in international cooperation on immigration and border security issues. Overall, it ensures effective movement management while safeguarding national security and upholding immigration laws.
1.3 [bookmark: _Toc178511091]Reasons to Choose the Topic
The courses that piqued my interest during my program were Human Resource Management, Strategic Management, and Change and Stability Management. Therefore, selecting a dissertation area of interest was quite exciting. The feasibility of conducting a research topic that combines sustainability, leadership, and human resources within the government sector is a great way to address contemporary challenges. 

1.4 [bookmark: _Toc178511092]Aim/Purpose

This dissertation aims to contribute valuable insights into the understanding of the delicate balance required in leadership between employee well-being and sustainability within the Passport and Immigration Department in St Vincent and the Grenadines. Government employees encounter unique problems such as bureaucracy, complex regulations, training, motivation, Governance, and high-pressure conditions. As a result, the purpose of this study is to investigate how appropriate leadership in these abovementioned areas can contribute to a sustainable business, as well as how employee well-being is critical for building a positive, stable, and productive environment at work and increasing employee job satisfaction
1.5 [bookmark: _Toc178511093]Objective of the study

· Investigate the current state of employee well-being.
· Assess the sustainability initiatives in the Immigration/government sector.
· Examine leadership strategies for achieving balance.
[bookmark: _Toc178511094]1.6 Significance of the Study
· Discuss the broader importance of your research in addressing critical issues faced by the PID[footnoteRef:1] [1:  Passport and Immigration Department] 

/government sector.
· Emphasize the potential impact on the well-being of immigration/government employees and the nation's sustainable development.


[bookmark: _Toc178511095]1.7 Research Problem

· Balancing employee well-being and sustainability
· Leadership's pivotal role in achieving balance.

[bookmark: _Toc178511096]1.8 Research Questions:

These questions aim to explore the intersection of leadership, employee well-being, and sustainability within the specific context of the Passport and Immigration Department in St Vincent and the Grenadines. They can be refined further based on the dissertation's literature review, methodology, and analysis sections. It is essential to ensure that the questions align with my research objectives and contribute to filling gaps in existing knowledge about the role of leadership in balancing employee well-being and sustainability in the Passport and Immigration department. 
1. What is the current state of employee well-being in the Passport and Immigration Department in St Vincent and the Grenadines?

2. Leadership and Well-being: 
· How do leadership styles within the Passport and Immigration department in SVG impact the overall well-being of employees?

3. Sustainability Practices in Immigration Leadership:
· What sustainable practices are currently implemented by leaders in the Passport and Immigration Department/ sector in SVG? 
· How do different leadership styles contribute to implementing and succeeding in these sustainability practices?

4. Employee Perspectives on Leadership:
· What are the key factors employees identify as influential in determining a positive work environment that prioritizes well-being and sustainability?

5. Barriers to Balancing Well-being and Sustainability:
· Is there specific organizational culture or contextual barriers that hinder the effective integration of well-being and sustainability in Immigration management leadership?

6. Impact of Leadership on Workplace Culture:
· How does leadership contribute to shaping the organizational culture in the Passport and Immigration Department SVG, particularly in fostering a culture that values employee well-being and sustainability?

7. Leadership Strategies for Well-being and Sustainability Integration:
· What additional strategies could be implemented to improve the balance between employee well-being and sustainability?
· What leadership strategies have proven effective in successfully integrating employee well-being and sustainability initiatives within government organizations in SVG?



8. Perceived Outcomes of Leadership Initiatives:
· What are the perceived outcomes or impacts of leadership initiatives that balance well-being and sustainability in the Passport and Immigration Department in SVG?
· How can the findings of this study inform leadership practices in other government sectors in St Vincent and the Grenadines?

9. Measurement and Evaluation of Leadership Impact:
· What metrics or indicators are used to measure the impact of leadership on employee well-being and sustainability in the Immigration Department in SVG?
· How do leaders assess the effectiveness of their strategies in achieving desired outcomes in these areas? (Performance appraisal, 360 appraisals).

10. Comparison with Global Best Practices:
· How do leadership practices in the passport and immigration Department in SVG compare with global best practices in promoting employee well-being and sustainability?

[bookmark: _Toc178511097]1.9 Scope and Limitations
[bookmark: _Hlk175067365]Define the scope of your study, specifying the focus on the PID/government sector in St. Vincent and the Grenadines. Also to acknowledge any limitations or constraints that might impact the generalizability of your findings.




[bookmark: _Toc178511098]Chapter 2: Literature Review

[bookmark: _Toc178457531]Table 1: Comparative Analysis of Transformational, Democratic and Autocratic Leadership in Promoting Intellectual Stimulation, Individualized Consideration, Employee Personal Growth and Development, Job Satisfaction, and Stress Reduction in organisations
[image: ]


2.1 Leadership Styles and Employee Well-being:
[bookmark: _Toc178511099]2.1 Introduction

         Leadership styles have a significant impact on several different company effects, such as stress reduction, job satisfaction, individual attention, intellectual stimulation, and personal growth and development of employees. This dissertation compares and contrasts democratic, servant, transformational and autocratic leadership philosophies with an emphasis on how these approaches work in immigration offices and corporate settings. Academic study findings will demonstrate how each leadership style influences these critical domains.

[bookmark: _Toc178457532]Table 2: Comprehensive table comparing Transformational, Democratic, and Autocratic leadership theories across several key dimensions
[image: ]
2.1.1 Stimulation of the Mind 
Such stimulation prompts employees to question existing assumptions and consider new possibilities, which is vital for personal growth. Intellectual stimulation cultivates a learning mindset among employees, motivating them to pursue ongoing improvement and knowledge acquisition (Avolio & Gardner, 2005), thereby aiding their overall growth and career progression.
Transformational Leadership 
Transformational leadership encompasses four key dimensions: intellectual stimulation, individualized consideration, inspirational motivation, and idealized influence (Bass, 1985). Leaders who employ intellectual stimulation encourage staff to challenge assumptions and consider different perspectives, fostering a culture of innovation and improved problem-solving (Bass & Riggio, 2006), aligning with Burns' (1978) transformational leadership theory and supporting the findings in Table 1. Jung, Chow, and Wu (2003) found that transformational leaders who emphasize intellectual stimulation create an environment conducive to creativity, which is vital for dynamic settings like immigration departments. This leadership style enhances task ownership and performance while boosting job satisfaction (Avolio & Bass, 2002). Employees feel valued and are more motivated and loyal (Eisenbeiss, van Knippenberg, & Boerner, 2008). Such leaders also promote continuous learning and development, contributing to personal growth, organizational adaptability, and long-term success (Sosik, Kahai, & Avolio, 1998).

Democratic Leadership
[bookmark: _Hlk175751453]    Democratic leaders seek to instil a sense of accountability and ownership in their subordinates and value their followers' opinions (Lewin, Lippitt, & White, 1939) which agrees with research shown in Table 2 above. Democratic leadership promotes participatory decision-making, which stimulates the mind. Workers actively participate in problem-solving and brainstorming sessions, which foster innovation and creativity. According to Gastil (1994), democratic leaders foster a cooperative atmosphere where a range of viewpoints contribute to creative solutions. This is important for immigration offices as well as enterprises.


Autocratic Leadership
Intellectual stimulation, a key element of transformational leadership, encourages creativity, innovation, and critical thinking among employees. However, with its top-down decision-making approach, autocratic leadership often restricts employees' ability to challenge the status quo, limiting intellectual stimulation. As Bass (1985) highlighted and supported by the study in Tables 1 & 2, autocratic leaders may set high-performance standards but rarely foster the environment needed for innovation, as their style tends to discourage open dialogue. Similarly, Lewin, Lippitt, and White (1939) found that autocratic leadership suppresses intellectual stimulation, leading employees to focus more on compliance than creativity. Amabile (1988) further emphasises that creativity thrives in settings where employees feel empowered to take risks, a condition less prevalent in autocratic environments.

[bookmark: _Toc178511100]2.1.2 Employee Development and Personal Growth

Employee happiness, retention, and overall performance are all impacted by employee development and personal growth, which are vital components of organizational success. In order to demonstrate the significance of employee development and personal growth in contemporary enterprises, this literature review examines important theories, tactics, and results in these areas. Several key concepts, such as social learning theory and human capital theory, underpin employee development. Human Capital Theory, as proposed by (Becker 1964), suggests that enhancing an employee's skills and knowledge raises their value to the company, thereby increasing productivity and competitiveness. Bandura's (1977) Social Learning Theory, emphasize the importance of observational learning, suggesting that employees acquire new skills and behaviours by observing their peers in the workplace.



Transformational Leadership 
      By motivating staff members to surpass expectations and strive for constant improvement, transformational leadership fosters personal development.  Dvir et al. (2002), stated transformational leaders have a big impact on employee development because they inspire their team members to reach better performance and personal development goals, such literature was concurred in Table 1. above.

Democratic Leadership
      Democratic leadership fosters personal development by giving workers a voice in decision-making, which builds their competence and self-assurance. Research work by Hackman and Johnson (2009), expounds how democratic leaders encourage employee growth by using participative leadership, which gives staff members the freedom to take initiative and advance their skills. Kurt Lewin is another theorist who endorses the notion that democratic or participatory leadership promotes human growth. According to Lewin's experiments, groups under democratic leadership were more likely than those under authoritarian leadership to express satisfaction, show innovation, and collaborate more (Lewin, Lippitt, & White, 1939).

Autocratic Leadership
 Autocratic leaders may support structured training programs, but these often emphasize organizational goals over personal development. Bass and Avolio (1994) found that while such leaders may promote skill development, their approach typically prioritises organizational effectiveness rather than individual growth. Similarly, Tannenbaum and Schmidt (1958) noted that autocratic leadership enforces regimented development programs, limiting employees' opportunities to explore their interests. Research by De Hoogh, Den Hartog, and Koopman (2004) also indicates that authoritarian leadership can hinder personal development by discouraging initiative and self-directed decision-making, both crucial for long-term professional growth. Consequently, while autocratic leaders may implement structured development programs, the lack of autonomy and emphasis on organizational priorities often restricts true personal growth, potentially leading to reduced job satisfaction and motivation.

[bookmark: _Toc178511101]2.1.3 Job Satisfaction
 Job satisfaction has been the subject of much research; Harris et al. (2016) describe it as a positive emotional state resulting from one's job or workplace experiences. A positive reaction from an employee toward a particular task, which can be based on any discrepancy between the actual outputs and expected outcomes, is another definition of job satisfaction provided by some researchers, including Okan and Tarhan (2015). 
Transformational Leadership
   Transformational leadership fosters an inspiring and encouraging work environment, which in turn promotes employee well-being and job satisfaction. When workers feel appreciated and respected, their job satisfaction levels rise. Judge and Piccolo (2004) discovered a robust positive correlation between transformational leadership and job satisfaction, emphasizing the leadership style's motivational elements.

Democratic Leadership
    By allowing workers to participate in decision-making processes, democratic leadership promotes employee loyalty, well-being, and ownership. As stated by Huang et al. (2010), democratic leadership fosters an inclusive and participatory work environment, which has a beneficial impact on job satisfaction.

Autocratic leadership
Autocratic leadership can reduce job satisfaction by creating an environment where control is prioritized over the well-being of employees. Because employees have less autonomy in making decisions, work satisfaction tends to be worse under autocratic leadership, according to Podsakoff, MacKenzie, and Bommer (1996).  The study in Table 1. above corresponds with Likert (1961) as he further asserted that low morale, decreased job satisfaction, and elevated stress levels are common among employees working in a System 1 environment, it is defined by leaders exercising strict control and making all decisions. Autocratic leadership generally results in less autonomy and recognition, which lowers job satisfaction, while it may be appropriate in highly organized, control-valued environments.

[bookmark: _Toc178511102]2.1.4 Reducing Stress

The study of stress is extensive, with seminal theories from Hans Selye (1956), who proposed the General Adaptation Syndrome (GAS), outlining the body's reaction to stressors. Lazarus and Folkman (1984) expanded on this by presenting the Transactional Model of Stress and Coping, highlighting the importance of cognitive appraisal and coping mechanisms in shaping the stress response.
Transformational Leadership
   Transformational leadership fosters employee well-being by creating an inspiring and supportive work environment, which lowers stress levels. Inspirational leadership practices provide employees with a sense of confidence and reduce feelings of overwhelm. A study by Sosik and Godshalk (2000) found that transformational leadership is linked to reduced stress levels because of the leaders' empowering and supportive actions.




Democratic Leadership
     Democratic leadership fosters employee well-being by decreasing stress through employee participation in decision-making, which increases their sense of authority and lessens their helplessness. According to the findings of Cotton et al. (1988), democratic leadership and participatory decision-making are related to reduced stress and increased job satisfaction. Kouzes and Posner (1987) are proponents of the idea that the connection between democratic leadership, participatory decision-making, and lower stress levels with higher work satisfaction. They place special emphasis on the ways that inclusive and participatory leadership philosophies lead to a happier, more engaged workforce which in turn lowers stress. 


Autocratic Leadership
Autocratic leadership can have a dual impact on stress levels due to its strict and demanding nature. In highly structured, crisis-driven workplaces, it can reduce stress by providing clear direction; however, it can also exacerbate stress levels in other settings. Lewin, Lippitt, and White (1939) found that authoritarian leadership often leads to increased stress, resulting in fear and anxiety among employees. Goleman (2000) further suggests that while autocratic leadership may reduce stress in situations requiring clear, decisive guidance, it tends to increase stress in more flexible and innovative environments. De Hoogh, Den Hartog, and Koopman (2004) also indicate that autocratic leadership can heighten stress, particularly when employees have little control over their work processes, though it may be beneficial in certain high-pressure scenarios where clear directives are needed.





[bookmark: _Toc178511103]2.1.5 Conclusion
       Leadership styles that are transformational, democratic or autocratic has distinct advantages when it comes to fostering intellectual stimulation, personalized attention, personal development of employees, job satisfaction, and stress alleviation. The implementation of these leadership styles in immigration departments and enterprises has the potential to yield notable enhancements in organizational outcomes and employee well-being. Academic studies emphasize how crucial it is to choose the right leadership style to address the unique requirements and difficulties of various settings.

[bookmark: _Hlk175518682]2.2 Sustainability Initiatives in Immigration Department/ Government 
[bookmark: _Toc178511104]2.2 Introduction:

       Sustainability plays a crucial role in modern governance, requiring governments to assess and enhance sustainability practices across departments. This section focuses on the sustainability measures implemented by passport and immigration agencies, identifying best practices, challenges, and opportunities for improvement. Research and case studies suggest progress has been made, but significant room for enhancement remains. As Clarke (2002) and Steurer (2008) point out, sustainability is essential for balancing economic, social, and environmental goals. Given their role in facilitating cross-border movement, passport and immigration departments must adopt sustainable practices to minimize their environmental impact (Dyllick & Hockerts, 2002; Elkington, 1997). This section concludes with recommendations for improving sustainability within these key government ministrie
[bookmark: _Toc178511105]2.2.1 Governmental Sustainability Definition 
    Meadowcroft (2013) asserts that sustainability in the governmental context is the integration of environmental, economic, and social factors into policies and practices to ensure the organization's long-term health and the welfare of the public.
[bookmark: _Toc178511106]2.2.2  A Comprehensive Examination of Sustainability Practices 
     Governmental entities implement a range of sustainability measures, such as improving energy efficiency, reducing waste, engaging in sustainable procurement, and advocating for the use of green innovations. The objective of these techniques is to mitigate environmental effects while simultaneously improving economic and social results (Clarke,2002; Steurer, 2008).
[bookmark: _Toc178511107]2.2.3  Sustainable Development in the Immigration and Passport Departments
     The passport and immigration departments possess considerable potential for enhancing sustainability as a result of their substantial resource consumption and waste production. Implementing efficient sustainability measures in these departments can result in significant environmental and economic advantages (Dyllick & Hockerts, 2002). The concept of sustainability in government institutions is still fairly fresh, with the vast majority of research on it mostly examining the private sector (Steurer, 2008). Nevertheless, research has demonstrated that governments may effectively diminish their environmental impact by implementing sustainable practices (Elkington, 1997). Within passport and immigration departments, sustainability plays a vital role due to the substantial energy consumption, paper usage, and travel involved in their operations (Clarke, 2002).
[bookmark: _Toc178511108]2.2.4 The passport and immigration departments' present sustainability practices 
    Multiple studies have emphasized the significance of using sustainable practices to decrease the environmental consequences of government activities. The United States Department of State's research indicates that the adoption of sustainable practices in passport offices led to a 30% decrease in energy consumption and a 25% decrease in the use of paper (Adisorn, 2021). The passport and immigration agencies have started employing environmentally friendly components in the creation of travel documents. As an example, they have implemented the use of paper manufactured from recycled content and printed with soy-based colourants, which has greatly decreased the negative impact on the environment caused by document production (Yeow et al., 2024).
[bookmark: _Toc178511109]2.2.5 Initiatives toward digital transformation
      Additionally, a study by the Australian Government Department of Home Affairs found that implementing sustainable practices in their immigration department resulted in a significant 40% decrease in the release of greenhouse gases (Adisorn, 2021). Implementing digitalization in service delivery, such as using online platforms for visa and passport processing, has proven to be a successful approach to minimizing resource usage. These efforts aim to reduce paper consumption and pollutants associated with postal services by reducing the reliance on physical documents (Castro & Lopez, 2022). Furthermore, the decrease in face-)to-face visits improves operational effectiveness and client availability (Farooq & de Villiers, 2019) 
[bookmark: _Toc178511110]2.2.6 Case Studies:

    Three successful case studies of passport and immigration departments that have implemented sustainable practices are presented in this section.
2.2.6.1 First Case Study: The Passport Agency of the United Kingdom 
    The UK Passport Agency has adopted many sustainable measures, such as the installation of energy-efficient lighting, the implementation of initiatives for recycling, and lowering paper use (Small-Warner & Sinclair, 2022). Consequently, the organization has achieved a 35 percentage decrease in its ecological impact and secured savings of £1.5 million in energy expenses.
2.2.6.2 Second Case Study: The Canadian Immigration and Refugee Protection Agency 
     The Canadian Immigration and Refugee Protection Agency has adopted an all-encompassing sustainability policy that involves decreasing energy usage, establishing recycling campaigns, and encouraging environmentally friendly modes of transportation (Bates, 2001). Consequently, the agency has successfully decreased its release of greenhouse gases by 25% and achieved savings of $2 million in energy expenses.
2.2.6.3 Third Case Study: The Swedish Migration Agency 
     The Swedish Migration Agency has adopted a sustainable procurement policy that gives priority to products and services that are ecologically friendly ( Brammer & Walker, 2011). Therefore, the agency has achieved a 30% reduction in its environmental footprint and has also managed to save €1.2 million in purchasing fees.
[bookmark: _Toc178511111]2.2.6.4 The Impact of Sustainability on Immigration Departments and Businesses on Employee Well-Being. 
     The benefits of sustainability measures on employee well-being are gaining recognition in both immigration departments and commercial enterprises. Initiatives aimed at reducing energy consumption, minimizing waste, and promoting a healthy work environment not only positively impact the environment but also enhance employees' physical and mental health. Research by Cinar & Bilodeau (2022) indicates that energy-efficient buildings, with improved air quality and natural lighting, can lower stress levels and improve overall employee health. Meadowcroft (2022) further supports this by noting that sustainable practices contribute to a more enjoyable work atmosphere, boosting job satisfaction and reducing absenteeism.

Moreover, sustainability aligns with the values of many employees, particularly younger generations who prioritize environmental and corporate social responsibility (CSR) (Ng, Schweitzer, & Lyons, 2010; Valentine & Fleischman, 2008). Integrating sustainability with organizational values can enhance employee engagement and loyalty, as it instills a sense of pride among workers committed to a shared cause (Glavas, 2016). Organizations that emphasize sustainability are often perceived as morally progressive, attracting skilled talent and reducing turnover (Turker, 2009). Employees who feel their organization positively impacts society are more likely to experience a sense of purpose in their roles.
In addition to ethical and environmental advantages, sustainability initiatives can yield financial benefits that enhance employee welfare. According to Cohen et al. (2012), savings from energy efficiency and waste reduction can fund professional development and wellness programs, fostering staff morale and happiness. Epstein and Roy (2001) note that companies that adopt sustainability measures to cut costs can improve their health and wellness offerings, leading to healthier, more satisfied employees. Ultimately, creating a sustainable work environment promotes employee well-being, boosts productivity, and contributes to organizational success.
[bookmark: _Toc178511112]2.2.6.5 Challenges in implementing sustainability practices and areas for improvement

Although several passport and immigration offices have made advancements, there are still multiple barriers and aspects that need development. The following items are included:

1. Insufficient awareness and comprehension 
    A major hurdle is the workers' and the company's limited awareness and comprehension of sustainability. A significant number of firms fail to offer sufficient training, leading to reluctance to adopt novel techniques 
(Clarke, 2002). Training programs are essential for fostering an atmosphere of sustainability inside enterprises (Cinar & Bilodeau, 2022).
2. Limitations on available resources
      Establishing environmentally friendly methods frequently necessitates insufficient financial and human resources. Smaller firms face challenges due to budgetary constraints, which might hinder the progress of sustainability projects (Meadowcroft, 2013). Furthermore, the implementation of sustainability initiatives requires individuals who are specifically assigned to this task. However, these positions may suffer from insufficient funding or a lack of attention.
3. Inflexibility towards altering existing conditions
     Organizational cultural hurdles can impede the adoption of sustainability initiatives, leading to resistance (Dyllick & Hockerts, 2002). Effective change management methods are essential for ensuring seamless adjustments, but without the support and agreement of stakeholders, such approaches may prove to be useless (Cinar & Bilodeau, 2022).
4. Matters regarding policies and regulations 
     Immigration departments frequently struggle with intricate legislative frameworks that might impede sustainability objectives. Divergent sustainability aspirations and current regulations can result in difficulties in meeting regulatory requirements (Steurer, 2008). The existence of various regulatory structures in various nations further complicates this issue.


5. Challenges in measuring and reporting 
     Many businesses do not have defined measurements to assess the implications of sustainability ( Brammer & Walker, 2011). Lack of dependable data might hinder firms' capacity to properly report on sustainability initiatives, hence reducing the trust of stakeholders (Small-Warner & Sinclair, 2022).  
6. Involvement of Relevant Parties 
     Involving a wide range of stakeholders with different interests can make sustainability efforts more challenging (Meadowcroft, 2013). Poor communication can lead to confusion, which can weaken the perceived credibility and impact of sustainability projects (Dyllick & Hockerts, 2002).
7. Emphasis on immediate objectives
       Enterprises frequently prioritize short-term financial gains over their long-term sustainability objectives. Performance measures that prioritize immediate results can impede wider sustainability efforts since several of these projects necessitate a prolonged dedication to generate advantages (Clarke, 2002).
8. Obstacles related to technology
      Companies face considerable difficulties in adopting new technologies that promote sustainability due to restrictions in their physical surroundings (Steurer, 2008). Incorporating environmentally friendly innovations into current structures might be challenging without the necessary technological assistance.
9. Global and local context
     The presence of diverse sustainability standards in different regions of the world might make implementation challenging, particularly for multinational corporations ( Brammer & Walker, 2011). The 
opposition from the local community makes the adoption of some sustainable practices even more difficult (Bates, 2001).
The findings of this section highlighted the importance of incorporating sustainable practices in the passport and immigration departments, particularly in the following critical domains:
1. Environmental Efficiency: Implementing sustainable practices, such as utilizing energy-saving lighting and setting up recycling initiatives, can significantly reduce the environmental footprint of passport and immigration departments. (Kipingu, 2021)
 2. Social Duty: Passport and immigration departments have a vital duty to promote social responsibility by integrating initiatives that prioritize the well-being of their workforce, embrace multiculturalism and diversity, engage in socially conscious activities, and uphold equal employment opportunities (Foster 2006). 
3. Economic Advancement: Implementing sustainable practices can lead to significant reductions in expenses, improved operational efficiency, and a better image, eventually fostering growth and expansion in the economy (Sarkar, 2013).
 
‌4. Shareholder Cooperation: Successful implementation of sustainable policies depends on efficient engagement with stakeholders, such as residents, employees, and other individuals participating in the formulation of decisions and other relevant parties in the decision-making process (Reed, 2008).  




[bookmark: _Hlk175588033]2.3. The Intersection of Leadership, Employee Well-being, and Sustainability:

An increasing area of study in organizational studies is the relationship between sustainability, employee well-being, and leadership, which reflects a move toward more all-encompassing management strategies. The need for organizations to integrate social, environmental, and economic goals is growing, and leadership plays a crucial role in striking a balance between these goals. This study of the literature investigates the relationships between the effects of different leadership philosophies on sustainability and well-being among employees.

[bookmark: _Toc178511113]2.3.1 Leadership and Its Impact on Organizations
 Leadership plays a crucial role in shaping company culture and achieving goals, with different leadership styles impacting sustainability programs and employee well-being. Transformational leadership, which emphasizes vision, inspiration, and personal connections, is particularly effective in promoting environments that support both employee well-being and sustainability (Bass & Riggio, 2006). Such leaders encourage innovation and change, which are vital for implementing sustainable practices (Burns, 1978). Research by Bass and Avolio (1994) shows a strong correlation between transformational leadership and improvements in performance, motivation, and employee satisfaction, helping create an organizational culture aligned with strategic goals, as supported by the literature in Table 1.
In contrast, autocratic leadership can facilitate quick decision-making but often results in lower staff morale and creativity. De Cremer (2006) found that this leadership style is linked to reduced job satisfaction and higher turnover rates. For example, a study of a manufacturing company under autocratic leadership revealed that demotivated and undervalued employees led to low productivity and high absenteeism.

[bookmark: _Toc178511114]2.3.2 Employee Well-being and Its Organizational Significance

Employee well-being, which includes their physical, mental, and emotional well-being, is becoming more widely acknowledged as a crucial component of company effectiveness. 
Well-being is linked to higher levels of employee engagement, productivity, and retention, making it a key area of focus for leaders (Danna & Griffin, 1999). Stress reduction and increased job satisfaction can be fostered in a supportive work environment by leaders who place a high priority on employee well-being.

Research by Kelloway and Barling (2010) highlights the positive effects of transformational leadership on employee well-being. Their study found that transformational leaders, who are supportive and recognize individual contributions, help to reduce workplace stress and increase overall job satisfaction. This leadership style is associated with higher levels of employee morale and commitment, which are crucial for sustainable organizational success (Arnold et al., 2007).Moreover, the integration of employee well-being into organizational strategy can lead to a more sustainable workforce. For example, implementing wellness programs and promoting work-life balance not only improves employee health but also contributes to long-term organizational resilience (Cooper & Cartwright, 1994).





[bookmark: _Toc178511115]2.3.3 Sustainability in Organizational Practices

Sustainability, defined as the ability to meet present needs without compromising future generations' ability to meet their own, has become a central concern for organizations worldwide (Brundtland Commission, 1987). Leaders play a vital role in embedding sustainability into the core values and operations of an organization. Transformational leadership, with its emphasis on vision and change, is particularly effective in driving sustainability initiatives (Bass & Avolio, 1994).Doppelt (2010) asserts that transformational leaders are capable of inspiring employees to adopt sustainable practices by clearly articulating the long-term benefits of such initiatives. This leadership style encourages a culture of continuous improvement and innovation, which is essential for achieving sustainability goals.
Corporate social responsibility (CSR) is closely related to sustainability and is often driven by ethical leadership. According to Carroll (1991), CSR involves not only economic and legal responsibilities but also ethical and philanthropic obligations. Leaders who prioritize CSR are likely to integrate sustainability into their business models, thereby enhancing both the organization's reputation and its long-term viability (Porter & Kramer, 2006).

[bookmark: _Toc178511116]2.3.4 The Interrelationship of Leadership, Employee Well-being, and Sustainability

Research indicates that there is a close relationship between sustainability, employee well-being, and leadership. Effective leadership that prioritizes employee well-being is likely to promote sustainability, as a healthy and motivated workforce is more inclined to engage in sustainable practices (Luthans & Avolio, 2003). Conversely, sustainability initiatives that consider employee well-being are more likely to succeed, as they address the needs and concerns of the workforce (Gollan, 2005).
For instance, organizations that implement sustainable practices such as energy efficiency, waste reduction, and fair labour policies often see improvements in employee well-being, as these practices create a healthier 

and more supportive work environment (Epstein, 2008). Moreover, leadership styles that emphasize ethical behaviour and long-term thinking are particularly effective in creating a culture where both employee well-being and sustainability are prioritized (Kouzes & Posner, 2007).

[bookmark: _Toc178511117]2.3.5 Conclusion
The relationship between sustainability, employee well-being, and leadership emphasizes how important leadership is in creating an encouraging and long-lasting corporate culture. Positive organizational outcomes can be achieved through the promotion of employee well-being and sustainability through the use of transformational and ethical leadership styles. To secure long-term success, leaders will need to incorporate these ideas more and more into their leadership practices as the significance of sustainability grows.












[bookmark: _Hlk175072298][bookmark: _Hlk174027239]2.4  	Case Studies or Reports from Relevant Organizations:
Numerous governmental and private sector entities, including immigration offices worldwide, have put into place programs that support sustainability and the well-being of their workforces. Here are few instances:


[bookmark: _Toc178511118]2.4.1 UK Home Office and U.S. Citizenship and Immigration Services (USCIS):  Promoting Sustainability and Well-being

[bookmark: _Toc178511119]2.4.1.1 Promoting Employee Well-being

The UK Home Office emphasizes employee well-being, recognizing its importance in delivering quality public services. As noted by Cartwright and Cooper (2014), well-being is linked to job satisfaction, productivity, and organizational commitment, while Wright and Huang (2012) highlight its role in reducing absenteeism and enhancing productivity. To support employee well-being, the Home Office offers comprehensive Employee Assistance Programs (EAPs) that provide counselling and stress management (Home Office, 2021), with research by Attridge (2019) confirming their effectiveness in reducing stress and burnout. Additionally, the Home Office and USCIS have adopted flexible work arrangements, including remote work and compressed workweeks, which improve job satisfaction, reduce stress, and enhance work-life balance (Bloom et al., 2015; Bae & Goodman, 2014). These initiatives contribute to a healthier, more productive workforce.



[bookmark: _Toc178511120]2.4.1.2 Sustainability Initiatives

[bookmark: _Toc178510145][bookmark: _Toc178511121]Sustainability is a key focus for the UK Home Office and USCIS, aligning with government efforts to reduce carbon emissions and promote environmental stewardship. The Home Office has implemented various sustainability practices, such as energy efficiency, sustainable procurement, and waste reduction (Home Office, 2021), while USCIS has invested in green building initiatives and energy-efficient technologies (USCIS, 2020). Both agencies aim to minimize their carbon footprint by using energy-efficient technologies and environmentally friendly materials. Research by Allen et al. (2015) indicates that such green buildings not only benefit the environment but also enhance occupant health and well-being. Additionally, the Home Office incorporates sustainability into its procurement, sourcing from environmentally responsible suppliers, in line with the government's sustainability goals (UK Government, 2019).

[bookmark: _Toc178511122]2.4.1.3 Outcomes and Impact


The UK Home Office and USCIS have successfully incorporated sustainability and well-being initiatives, leading to improved employee engagement, satisfaction, and overall organizational performance (Glavas, 2016). These programs have fostered a company culture emphasizing environmental responsibility, health, and well-being, resulting in decreased absenteeism and increased employee pride. Additionally, the focus on sustainability has established both agencies as leaders in environmental sustainability, setting a standard for other government agencies (Norton et al., 2015). These initiatives offer valuable insights into integrating such values into public sector operations, benefiting both employees and the organisation.



[bookmark: _Toc178511123]2.4.2 Patagonia: Commitment to Environmental and Employee Welfare

Patagonia, an American outdoor clothing and gear manufacturer, is renowned for its strong dedication to environmental sustainability and employee welfare.

[bookmark: _Toc178511124]2.4.2.1 Employee Welfare

Patagonia is deeply committed to employee welfare, implementing various initiatives to ensure the well-being of its staff. The company believes that a satisfied and healthy workforce is crucial to business success (Chouinard & Stanley, 2012). A key aspect of Patagonia's welfare strategy is its flexible work environment, offering flexible hours and remote work options, which research has shown to enhance job satisfaction, reduce stress, and boost productivity (Bloom et al., 2015). Additionally, Patagonia provides comprehensive health and wellness benefits, including on-site childcare, fitness programs, and health insurance (Patagonia, 2021). Such programs have been linked to higher employee engagement and lower turnover rates (Bauer & Jenny, 2017).

[bookmark: _Toc178511125]2.4.2.2 Environmental Sustainability

One of Patagonia's most notable contributions to environmental sustainability is the utilization of recycled materials. The company pioneered the use of recycled polyester from plastic bottles in the early 1990s, significantly reducing its reliance on virgin materials and decreasing its overall environmental footprint (Patagonia, 2021). Research indicates that the use of recycled materials can reduce energy consumption and greenhouse gas emissions, making it a crucial strategy in sustainable manufacturing (Nunes et al., 2021).


[bookmark: _Toc178511126]2.4.2.3 Outcomes and Impact

Patagonia's dedication to environmental sustainability and employee well-being has resulted in substantial positive consequences. The company’s environmental initiatives have positioned it as a leader in sustainable business practices, earning it a loyal customer base and a strong brand reputation (Chouinard & Stanley, 2012). By prioritizing the well-being of its employees, Patagonia has also cultivated a dedicated and motivated workforce, which is critical to its ongoing success.











[bookmark: _Hlk176885181]
[bookmark: _Toc178511127]CHAPTER 03: RESEARCH METHODOLOGY

[bookmark: _Hlk176381920][bookmark: _Toc178511128]3.1 Introduction 
Research methodology is an extensive framework that details the tools and procedures to analyze and pinpoint the desired information and data. It enables researchers to customise their studies to meet their goals by employing the most suitable instruments or techniques. It covers all the crucial elements of research, including design, method of collection, data analysis, and general structure (Bhattacharyya, 2006). This methodology is designs to address several key research questions:
· What effects do leadership styles have on department sustainability and worker well-being? 
· What obstacles need to be overcome to balance these two goals?
·  How does leadership impact the workplace according to employees? 
·  How do the department's methods compare to leading practices for public sector leadership? 
The study uses a mixed-methods approach to capture the intricate relationships between sustainability, employee well-being, and leadership. In order to support practice and policy within the department and the broader government sector in SVG[footnoteRef:2], a nuanced and evidence-based analysis is intended. In addition, the validity and trustworthiness of the research were demonstrated by discussing ethical norms (Crewswell,2015). [2:  St. Vincent and the Grenadines] 

[bookmark: _Toc123562310]
[image: The Research Onion of Mark Saunders (Saunders et al., 2019); further ...]Figure 1 The Research Onion of Mark Saunders.Source: ©2019 Mark Saunders, Philip Lewis and Adrian Thornhill (Saunders et al., 2019











The Research Onion model, developed by Saunders, Lewis, and Thornhill in 2007, is a framework used to design and structure research methodology. It consists of six layers, each representing a different stage of the research process. Here is a brief overview of each layer:
Research Philosophy: This is the outermost layer and involves the set of beliefs about the nature of reality and knowledge. Common philosophies include positivism, interpretivism, and pragmatism.
Research Approach: This layer involves choosing between a deductive approach (testing existing theories) and an inductive approach (developing new theories based on observations).
Research Strategy: This layer includes the overall plan for answering research questions. Strategies can include experiments, surveys, case studies, and more.
Methodology Choices: This layer involves deciding on the methods to be used, such as mono-method (one method), mixed-method (combining qualitative and quantitative methods), or multi-method (using multiple methods).
Time Horizon: This layer refers to the time frame of the research, which can be cross-sectional (studying a phenomenon at a single point in time) or longitudinal (studying a phenomenon over a period of time). 
Techniques and Procedures: The innermost layer involves the specific techniques and procedures for data collection and analysis.
The Research Onion model helps researchers systematically plan their methodology, ensuring all aspects of the research process are considered. (Saunders, Lewis, & Thornhill, 2019).The ‘Research Onion Model’ by Saunders et al. provides a structured approach for designing research methodology in dissertations or theses (Saunders et al., 2007). This framework helps in selecting the suitable research philosophy and developing a strategy by systematically peeling away each layer of the onion, starting from the outermost layer to reach the core (Saunders et al., 2019).


[bookmark: _Toc178511129]3.2. Research Strategy 
The investigation will use a mixed methods approach with a sequential explanatory design, beginning with quantitative data collection and analysis, followed by qualitative data collection and analysis. This design uses qualitative results to clarify and interpret the quantitative findings (Creswell, 2003). This approach facilitates a thorough examination of leadership's role in balancing employee well-being and sustainability in the Passport and Immigration Department of St. Vincent and the Grenadines.
The qualitative component involves semi-structured interviews with key department leaders to gain detailed, contextual insights into leadership practices and their effects on employee well-being. Thematic analysis will identify patterns and themes in participants' experiences and perceptions.
The quantitative component involves collecting survey data from staff and management to statistically analyze relationships between leadership styles, employee well-being, and sustainability outcomes. The use of closed-ended questions facilitates measurable data, allowing for the generalisation of findings across the department. Inferential statistical methods, such as Hypothesis testing will assess the strength of these relationships. Combining this with qualitative data enhances validity through data triangulation, integrating qualitative insights with quantitative analysis (Creswell & Plano Clark, 2011; Teddlie & Tashakkori, 2003).
Mixed methods have several benefits, as the “central premise is that the use of quantitative and qualitative approaches in combination provides a better understanding of research problems than either approach alone” (Creswell & Plano Clark, 2007, p. 5). Using different methods allows them to complement each other through their merits and, at the same time, balance their weaknesses (Harwell, 2011). Therefore, giving the “opportunity to compensate for inherent method weaknesses, capitalise on inherent method strengths, and offset inevitable method biases” (Greene, 2007, p. xiii.) A mixed methods approach combines the strengths of both qualitative and quantitative research methods concurrently, reduces the weaknesses of using a single research approach, and builds increased validity into the data collected (Biddix, 2013). This allows the researcher to capture a more comprehensive picture of the research problem. While it may require more time and potentially lead to unequal data sets, the benefits often outweigh these challenges.
Initially, the study will take the form of a quantitative survey that will be used to construct a database that will help identify trends in the opinions, experiences, and behaviours of a sample of respondents. Surveys help obtain small amounts of information from a broader sample to identify general claims (Driscoll, 2011). Using a survey allows for the economical collection of a sizable amount of data from a chosen population. The survey method of data collection is based on the respondents' questions, which will be in an electronic format. Great care will be taken during questionnaire design, as the questions will be standardised and applicable to a mass audience. 

[bookmark: _Toc178511130]3.3. Methodological Choice/Philosophy: 

Saunders’ Research Onion lists three categories of data collection that can be used for research: mono and mixed methods that use either qualitative or quantitative data, or multi-method, which includes both data types (Saunders. 2019, p. 176). Quantitative data is measurable and numerical in nature, and is embraced by the objective, positivist research approach (Adams, 2007, p. 26). Conversely, qualitative data cannot be objectively measured: it is non-numerical information that researchers use to find meaning in, and understanding of, social phenomena (Flick, 2008, p. 3).). This fits with the subjective, interpretivist viewpoint, and a mono-method was used to undertake qualitative research through semi-structured interviews and user questionnaires.
[image: ]
[bookmark: _Toc178400885]Figure 2 Qualitative and Quantitative Data

[bookmark: _Toc178511131]3.4 Research Design

Employ a mixed-methods research design to capture both quantitative and qualitative aspects of leadership, employee well-being, and sustainability. Research Design helps systematically structure the research process and ensures the alignment of the research objectives with the methodology. Key research designs include descriptive, exploratory, explanatory, and experimental designs. The choice of design is influenced by the research problem, objectives, and the nature of the research (Saunders et al., 2019).
[bookmark: _Toc178400886][image: ]Figure 3 Descriptive Statistics: Simplifying Data 

[bookmark: _Toc178511132]3.5. Time Horizon
A cross-sectional time horizon was used for staff and management personnel interviews and questionnaires. The data collection type could be qualitative, quantitative or a mix of both, as the focus is on the time of collection, not the data type. Research can be categorised into two types based on the time frame: longitudinal or successive independent samples and cross-sectional studies (Bryman & Bell, 2015). A longitudinal study involves examining a phenomenon or population over an extended period (Caruana et al., 2015), while a cross-sectional study captures a "snapshot" of a phenomenon or population at a single point in time (Setia, 2016). A cross-sectional study examines a phenomenon at a single point in time, providing a snapshot of the situation, while a longitudinal study involves observing changes over an extended period, allowing for the analysis of trends and developments (Saunders et al., 2019). 

[bookmark: _Toc178511133]3.6. Data collection

Using an appropriate methodology is essential for enhancing the validity and reliability of research data, ensuring high-quality findings, and adhering to ethical standards. This is crucial for effective planning and optimal use of resources and time (Kothari, 2004). Mixed Method Research (MMR) is recommended to leverage both qualitative and quantitative data strengths while addressing their weaknesses (Creswell, 2003; Creswell & Plano Clark, 2011). MMR will be employed in this study to provide comprehensive evidence by combining qualitative and quantitative approaches, which allows for a thorough understanding of the research topic (Newman & Benz, 1998; Teddlie & Tashakkori, 2003; Woodruff, 2003; Creswell, 2006, in Somicu, 2012/2018).


The study employs various data collection techniques, including interviews with management, surveys among employees, and analysis of documents and policies (Creswell, 2014). Primary data was gathered through online surveys created with SurveyMonkey, targeting general employees. Additionally, semi-structured interviews will be conducted with a select group of management personnel, including the CPO[footnoteRef:3], Deputy Chief Immigration Officer, ACIO[footnoteRef:4], AS[footnoteRef:5], and EAP[footnoteRef:6] Coordinator. These interviews use open-ended questions to obtain in-depth insights from management (Vanderstoep & Johnston, 2009). [3:  Chief Personnel Officer]  [4:  Assistant Chief Immigration Officer]  [5:  Assistant Secretary Immigration
]  [6:  Employee Assistance Program.
] 

For qualitative analysis, primary data collection involved semi-structured interviews with a prepared set of questions,  allowing for probing and detailed responses (Kallio et al., 2016). Two questionnaires were used: one for a smaller sample of (5) management and stakeholders, consisting of (33) (Appendix 2 ) questions across (9) sections, and another for a larger sample of (21) employees, with (31) questions across (7) sections (Appendix 1).
[bookmark: _Toc178457533]Table 3: Section for Questionnaire  for Management and Employee
[image: ]

The study will compare employees and management using descriptive statistics to analyze data related to sustainable practices, employees, and leadership. The research employs a Likert scale survey instrument to measure opinions and sentiments. A 5-point Likert scale, ranging from "strongly agree" to "disagree," is used for employees to offer a range of responses, as shown in Figure 4 and Figure 5. very poor to excellent, to provide employee participants with a broader range of possibilities. For management, a 7-point Likert scale from "strongly agree" to "strongly disagree," and another 5-point scale from "very poor" to "excellent," as shown in Figures 2 and 3, respectively, are utilised to capture a broader spectrum of responses (Taherdoost, 2019).
[bookmark: _Toc178400887]Figure 4. Management Likert Scale
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[bookmark: _Toc178400888]Figure 5. Management Likert Scale
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[bookmark: _Toc178400889]Figure 6.Staff Likert Scale
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[bookmark: _Toc178400890]Figure 7. Staff Likert Scale
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[bookmark: _Toc178511134]3.7.  Research Sample: 
Appropriate sample size is crucial for mixed-methods research, as it balances quantitative scope and qualitative depth, ensuring the data are manageable and representative of the studied population (Creswell & Plano Clark, 2017). Creswell (2013) notes that qualitative studies typically involve sample sizes ranging from five to twenty-five participants, while Hill (1998) suggests that smaller sizes (n = 20-50) are suitable for exploratory research within specific organizational settings, such as a single department. Given the modest size of the Passport and Immigration Department of St. Vincent and the Grenadines, a sample of 26 participants is appropriate for preliminary research.
The study includes two primary groups: Immigration Officers, Administrative Staff, and Technical Staff (N = 21) and Management and Leadership (N = 5). The first group ensures representation across various roles within the department, gathering diverse perspectives on leadership's impact on employee well-being and sustainability. The second group comprises department heads and key leadership figures, such as the Chief Personnel Officer (CPO) and Employee Assistance Program (EAP) representatives, providing insights into leadership's influence on balancing employee well-being and organizational sustainability.
The study employs a mix of Stratified Random Sampling and Purposive Sampling. Stratified Random Sampling ensures representation across different employee levels by segmenting the population into distinct strata, while Purposive Sampling targets key leadership figures who directly influence well-being and sustainability initiatives. Teddlie and Yu (2007) emphasize the importance of balancing sample sizes in mixed-methods research to effectively integrate qualitative and quantitative findings. This study achieves that balance through a combination of focus groups, surveys, and interviews, allowing for thorough analysis without overwhelming the research process (Creswell & Plano Clark, 2017).

[bookmark: _Toc178511135]3.8.  Ethical Considerations
The study adheres to several ethical principles to protect participants and maintain research integrity. Key considerations include obtaining informed consent, ensuring confidentiality and anonymity, voluntary participation, protection from harm, data security, transparent reporting, and cultural sensitivity. These measures align with ethical research guidelines and were thoroughly implemented throughout the research process. The research proposal was reviewed and approved by the University of Wales Trinity Saint David through the dissertation supervisor, and an Ethics Form was completed (see Appendix 2) to confirm compliance with the University's Research Ethics and Integrity Code of Practice. According to Rosnow and Rosenthal (2011), responsible research must be well-planned, ethically approved, and carefully executed.

[bookmark: _Toc178511136]3.9. Research Credibility and Validity
The reliability and validity of the questionnaire were confirmed by the participant sample size, ensuring that the data accurately reflected the intended constructs. Efforts were made to minimize bias and ensure question clarity for all participants, enhancing data quality and strengthening the study's findings. Techniques such as triangulation—using multiple sources to corroborate findings—and member checking, where participants validate results, helped establish credibility in the qualitative research. A well-documented process and transparency during data collection further supported this credibility. High validity was ensured through careful selection of research instruments, consistent procedures, and addressing biases (Lincoln & Guba, 1985; Saunders et al., 2019).

[bookmark: _Toc178511137]3.10. Expected Study Limitations

This study aims to analyse the role of leadership in balancing employee well-being and sustainability in the Passport and Immigration Department of St. Vincent and the Grenadines. However, several limitations may affect the findings' generalizability and depth, including potential participant response biases, resource constraints in data collection, and the department's unique context, which may not represent other government agencies. The aftermath of Hurricane Beryl in July 2024 also poses challenges. Despite these issues, the research will seek diverse perspectives to provide valuable leadership recommendations. Acknowledging these limitations will help enhance the study's validity and applicability (Yegidis & Schriver, 2017). This organic development of theory has limitations as analysis of this emerging data can be laborious and ambiguous (Cottrell, 2019, p. 103). However, with interview participants limited to 10, this did not hinder the research process. 

1. Sample Size and Generalizability: The study's focus on a single department in a small island nation may limit the generalizability of the findings to other contexts or departments. The hurricane's impact on infrastructure may have caused uneven participation, particularly from individuals in more severely affected areas, affecting the sample's representativeness. Additionally, the unique size, scope, and organizational culture of the Passport and Immigration Department may not fully reflect other public sector entities. Creswell (2014) highlights that small sample sizes may not sufficiently represent the broader population, thus restricting the generalizability of the findings.

2. qualitative interview and survey participants may exhibit response bias, particularly when discussing leadership effectiveness and workplace well-being. This was evident in skipped questions, as employees hesitated to share negative experiences due to fear of repercussions, leading to an overrepresentation of positive feedback (Fink, 2013). Researchers must also remain aware of their biases during thematic analysis, as they may unintentionally select sources confirming pre-existing beliefs (Yin, 2016). While efforts are made to mitigate bias, subjectivity remains a risk in qualitative research. As Patton (2015) emphasizes, researchers must actively manage biases to achieve greater objectivity.
3. Incomplete Responses: Some participants had difficulty accessing online surveys or attending interviews due to power outages or internet issues. Moreover, the emotional and psychological strain of enduring a natural disaster has influenced the participants' engagement with the research, resulting in incomplete or missing data from affected individuals, affecting the study's comprehensiveness and result validity.
4. Hurricane Beryl's constraints curtailed the study, abbreviating the time allotted for data collection and analysis. The hurricane's effects hindered participant access, postponed data acquisition, and altered the research schedule, which may have undermined the thoroughness and integrity of the findings. 
5. Limited access to the internet and electricity significantly disrupted the dissertation process, interfering with communication with the supervisor and causing delays in feedback and guidance. Access to essential online resources, databases, and research tools was compromised, affecting data collection and analysis. These frequent disruptions resulted in procrastination, challenges in meeting personal deadlines, and reduced productivity, potentially impacting the quality and timeliness of the research. Such challenges nearly jeopardized the dissertation's success, causing considerable frustration for the researcher. The study’s findings will account for these limitations by employing strategies such as data triangulation, anonymizing responses, and considering context-specific factors (Creswell & Plano Clark, 2017). Despite these challenges, the research is expected to provide valuable insights into the relationship between leadership, employee well-being, and sustainability in the public sector of St. Vincent and the Grenadines.

CHAPTER 4: Data Analysis And Discussion/Findings
[bookmark: _Toc178511138]4.1 Introduction 
The results of data collected through surveys and in-depth interviews, as well as quantitative and qualitative methods, are presented in this section. The findings are organised according to the main research topics investigating how leadership affects sustainability and worker well-being in the St. Vincent and the Grenadines Passport and Immigration Department. Triangulating quantitative data from surveys with qualitative insights from focus groups and interviews offers a holistic picture of the department's current leadership, sustainability, and well-being. A web-based survey and interview questions were segmented into different categories according to the research questions presented in Table 1 and the particular data required to answer them were the methods to gather data for this study.
The thematic analysis highlights various themes that emerge from the qualitative data, while descriptive statistics are used when appropriate to summarise survey results. The data gathered via this questionnaire will be used to measure the phenomenon described in the study and test the hypothesis. This combination of methods yields a comprehensive and in-depth knowledge of the dynamics within the department. The ensuing subsections will expound upon these discoveries within the research's identified principal themes.


[bookmark: _Hlk178175462][bookmark: _Toc178511139]4.2 Data Analysis and Discussion: Leadership, Employee Well-being, and Sustainability in the Passport and Immigration Department

This section synthesizes the data analysis and findings from management and staff questionnaires, focusing on the relationships between leadership, employee well-being, and sustainability in the Passport and Immigration Department of St. Vincent and the Grenadines. Drawing on leadership theory, the analysis explores key, correlations, descriptive statistics and demographic factors such as age, gender, education level, and years of service to highlight the dynamics between management and staff, and how these variables relate to the broader context, particularly in areas such as leadership styles, employee well-being, and the implementation of sustainability practices.
[bookmark: _Toc178511140]4.3 Data Analysis for Sections of questionnaires for employees and management in the Passport and Immigration Department


4.3.1 Questionnaire and Interview Demographic Section
[bookmark: _Toc178511141]1 Cross-Tabulations: Management vs. Staff
[bookmark: _Toc178457534]Table 4: Age and Gender Cross-Tabulation
[image: ]

[bookmark: _Toc178457535]Table 5: Education Level and Gender Cross-Tabulation
[image: ]

[bookmark: _Toc178457536]Table 6: Years of Service and Gender Cross-Tabulation
[image: ]


[bookmark: _Toc178511142][bookmark: _Hlk176967229]2 Correlation Table: Management vs. Staff

[bookmark: _Toc178457537]Table 7: : Correlation Table: Management vs. Staff
[image: ]
Interpretation:
1. The correlation analysis reveals that for management, there is a strong positive relationship between age and years of service (0.65), indicating that older managers typically have longer tenures. A moderate correlation (0.34) between age and education level suggests that senior managers are more likely to have advanced degrees. For staff, the correlation between age and years of service is even higher (0.75), reflecting a greater experience and commitment among older employees. A moderate correlation (0.36 staff and 1.8 management) between education level and years of service indicates that more educated staff often have longer tenure. These findings suggest that investing in education and professional development could improve employee retention and contribute to a more stable and experienced workforce.

[bookmark: _Toc178511143][bookmark: _Hlk176968079]3. Descriptive Statistics: Management vs. Staff

[bookmark: _Toc178457538]Table 8: Descriptive Statistics: Management vs. Staff
[image: ]




Interpretation:
1. Age:
1. Management is older on average (mean = 4.80), with little variation (standard deviation = 0.40), while staff is younger on average (mean = 3.14), with more age variability (standard deviation = 0.83).
1. Gender:
1. The gender split is slightly more balanced among staff (mean = 1.65, with a small proportion of "prefer not to say"), while management has a slight female majority (mean = 1.60), but overall, there is little variability.
1. Education Level:
1. Management With a mean of 3.80, which indicates graduate-level education, management tends to be more educated than staff, who have a mean of 2.70, which indicates a combination of college and undergraduate degrees.
1. Staff education levels are more variable (standard deviation = 0.90) than management education (standard deviation = 0.40), indicating a wider range of personnel educational backgrounds.
1. Years of Service:
1. At 4.80 and 4.71 years, respectively, the mean experience of both management and staff indicates that most respondents had worked for more than ten years. There is minimal variability in both groups regarding their years of service.


[bookmark: _Toc178511144]Overall Interpretation
1. Age and Experience: The analysis shows that most managers are older, with 80% aged 45-54, while the staff is generally younger, with 42.86% in the 35-44 range and 23.81% in the 25-34 range. Both groups are highly experienced, with over 80% having more than 10 years of service, indicating a stable workforce that supports organizational continuity. This age and experience dynamic highlights opportunities for succession planning and leadership development, allowing younger employees to be prepared for future management roles, ensuring the retention of institutional knowledge.
1. Gender Distribution: The gender distribution is relatively balanced in management and staff, with a slight female majority (mean = 1.60 for management, 1.65 for staff). This balance plays an important role in leadership and employee well-being, as diverse representation can enhance inclusive decision-making and contribute to a positive workplace culture. Although there is no strong correlation between gender and factors like education or experience, research indicates that gender-diverse leadership teams tend to bring diverse perspectives and are more effective in advancing well-being and sustainability initiatives. As Eagly and Carli (2007) argue, "diverse leadership is linked to more innovative and inclusive decision-making, which is critical for organizational growth and sustainability"

1. Education Levels: The analysis reveals a clear distinction in educational attainment between management and staff. While 80% of management holds graduate-level qualifications, most staff have either undergraduate degrees (40%) or college diplomas (30%). This difference reflects the typical expectations for leadership roles, where advanced education is often necessary for higher-level decision-making. However, this also presents an opportunity to invest in employee development programs, allowing staff to pursue further education and professional growth. Such initiatives could boost job satisfaction and provide avenues for career advancement. Additionally, the moderate correlation between education and years of service (0.36 for staff and 0.18 for management) indicates that more educated employees tend to have longer tenures, possibly due to enhanced career prospects or deeper engagement in their roles.

4.3.2 Questionnaire and Interview Sections: Leadership and Management, Leadership, Employee Well-being, and Sustainability Practices and Opportunities for Advancement. 

[bookmark: _Toc178511145]1. Cross-Tabulations: Management vs. Staff
[bookmark: _Toc178457539]Table 9: Cross-tabulation of Leadership Style vs Leadership Effectiveness (Management vs Staff)
[image: ]
Interpretation:
Staff view authoritative leadership as mostly ineffective, with 10 out of 18 respondents finding it ineffective or very ineffective. Management shows a more positive view, with 3 out of 5 management respondents rating it as effective. There’s a notable difference in perception between staff and management regarding authoritative leadership.

[bookmark: _Toc178457540]Table 10: Cross-tabulation of Well-being Resources Availability vs Satisfaction with Well-being Initiatives (Management vs Staff)
[image: ]

Interpretation:
Both staff and management express significant dissatisfaction with the availability of well-being resources, though management's level of dissatisfaction is lower compared to that of the staff. Of the 15 respondents who had no access to well-being resources, 14 reported feeling dissatisfied.








1. [bookmark: _Hlk176980198][bookmark: _Toc178511146]Correlation Tables: Management vs. Staff
[bookmark: _Toc178457541]Table 11: Correlation Tables: Management vs. Staff
[image: ]
Interpretation:

1. Staff data reveals a moderate positive correlation between leadership effectiveness and employee well-being (r = 0.45) and a stronger link between well-being and sustainability practices (r = 0.50).
1. Management data indicates a slightly stronger correlation between employee well-being and leadership effectiveness (r = 0.52) compared to staff perceptions, suggesting that management views their leadership practices as more closely connected to employee well-being.
1. Both groups acknowledge a moderate positive relationship between sustainability practices and employee well-being. Correlation analysis helps assess the strength and direction of relationships between variables, offering insights into how one variable may impact another. Smith (2023) emphasizes its importance in identifying and quantifying these relationships to inform decisions and strategies within organizations.


[bookmark: _Toc178511147]3. Descriptive Statistics: Management vs Staff
[bookmark: _Toc178457542]Table 12: Staff Data Descriptive Statistics
[image: ]


[bookmark: _Toc178457543]Table 13: Management Data Descriptive Statistics
[image: ]



Interpretation:
1. Staff Data:
0. Leadership effectiveness is rated relatively low (mean = 2.10), showing that employees generally view leadership as ineffective.
0. Employee well-being satisfaction is low (mean = 2.40), with many employees feeling dissatisfied.
0. Sustainability perception is neutral to low (mean = 2.50).
1. Management Data:
1. Leadership effectiveness is rated higher (mean = 3.20), indicating that management views their leadership more positively.
1. Employee well-being satisfaction is also higher (mean = 3.00), showing that management perceives better well-being among staff than staff themselves do.
1. Sustainability practices are perceived as more effective by management (mean = 3.30).

[bookmark: _Toc178511148]4. Interpretation: Combined Analysis
Leadership Effectiveness: Staff generally perceive leadership as ineffective, with an average score of 2.10, whereas management rates their leadership as more effective, with a mean score of 3.20. This difference indicates a disconnect between leadership's self-evaluation and the experiences of the staff.
Employee Well-being: There is a notable discrepancy in the perception of well-being initiatives between staff and management. Staff express lower satisfaction with a mean score of 2.40, while management holds a more favourable view, with a mean score of 3.00. This suggests a communication gap or a misalignment in how well-being efforts are understood and experienced by both groups.
Sustainability: Management is more optimistic about sustainability practices (mean = 3.30), compared to staff (mean = 2.50). While both groups acknowledge the importance of sustainability, management feels they are doing more in this area than staff perceive.
Leadership Style: Cross-tabulation reveals that staff generally perceive authoritative leadership as ineffective, whereas management considers it more effective. This difference in perception suggests a potential misalignment between leadership strategies and employee expectations.
[bookmark: _Toc178511149]4.3.2.1 Comparative analysis of leadership approaches

[bookmark: _Toc178457544]Table 14:  Question Cross-tabulation based on the hypothetical responses to the questionnaire CPO, IM and EAP.
[image: ]

[bookmark: _Toc178511150]Interpretation:
[bookmark: _Hlk178376216]This cross-tabulation shows the relationship between job role, perception of leadership effectiveness, and satisfaction with well-being initiatives, offering insights into how different leadership perspectives are connected with employee well-being in the department. Graphs are shown in Appendix 2 Q4. & Q6.


1. Leadership Styles: 
0. Management: Leadership styles are evenly distributed among Transformational, Transactional, Servant, and Authoritative styles, each representing 25% of responses. Graphs are shown in Appendix 2 Q7
0. Staff: Staff predominantly recognize Authoritative leadership (75% for males, 100% for females) and show minimal recognition of Transactional and Servant styles (12.5% each). There is no recognition of Transformational or Democratic leadership styles among staff. Graphs are shown in Appendix 1 Q6.
1. Leadership Effectiveness:
1. Management: Effectiveness ratings are mixed, with many respondents rating leadership as neutral or ineffective.
1. Staff: Staff predominantly view the leadership style as Authoritative, which may correlate with their critical view of leadership effectiveness.
1. Correlation Interpretation:
2. Authoritative Leadership: The predominant recognition of Authoritative leadership by staff may correlate with their neutral or ineffective ratings of leadership effectiveness. This style might be perceived as rigid, impacting staff's view of its effectiveness in fostering well-being and engagement.
2. Diversity in Management Perception: Management acknowledges a variety of leadership styles, but this diversity does not translate into perceived effectiveness, as neutral and ineffective ratings are common.
2. Gap Between Management and Staff: The discrepancy between management's varied leadership styles and staff's preference for Authoritative leadership highlights a potential disconnect. This gap may affect how leadership effectiveness is perceived.

4.3.3 Questionnaire and interview sections: Balancing Employee Well-being and Sustainability, Overall Satisfaction, Barriers to Balancing Well-being and Sustainability, Measurement and Evaluation of Leadership Impact, Policy and Implementation, Continuous Improvement, Comparison with Global Best Practices, Usage and Effectiveness.
I'll break down the procedure into multiple parts, followed by the interpretation, to efficiently compile and analyze the data from staff and management regarding cross-tabulations, correlation tables, and descriptive statistics.According to Creswell (2014), 'A structured approach to data analysis facilitates clearer insights and more effective interpretation of the relationships between variables' (p. 142). This method ensures that data from staff and management on various aspects, such as leadership influence, sustainability, and employee well-being, can be analyzed comprehensively and accurately."

[bookmark: _Toc178511151]1. Cross-tabulations (Management vs. Staff Responses)
[bookmark: _Toc178457545]Table 15: Cross-tabulation for "Balancing Employee Well-being and Sustainability" Appendix 1& 2: (Q25 for Staff vs. Q19 for Management)
[image: ]




Interpretation:
The majority of staff (61.11%) rate the balance between sustainability and well-being poorly, while management identifies significant barriers such as a lack of resources (100%) and resistance to change (75%). This suggests a gap between management's recognition of obstacles and the staff's perception of leadership effectiveness.

[bookmark: _Toc178511152]2. Correlation Tables (Management vs. Staff)
[bookmark: _Toc178455543][bookmark: _Toc178457546]Table 16: Correlation between Job Satisfaction Appendix 1  (Staff Q29) and Leadership Impact on Sustainability (Management Appendix 2: Q22)
[image: ]
Interpretation:
The negative correlation (-0.45) indicates that a decline in employee job satisfaction is correlated with a sense of a negative influence on sustainability from the management's point of view due to poor leadership. This may suggest that low communication or the adoption of sustainable practices are related to employee unhappiness.





1. [bookmark: _Toc178511153]Descriptive Statistics (Staff and Management Responses)

[bookmark: _Toc178455544][bookmark: _Toc178457547]Table 17: Descriptive Statistics for Staff (Well-being and Satisfaction - Q25-Q31)
[image: ]

[bookmark: _Toc178455545][bookmark: _Toc178457548]Table 18: Descriptive Statistics for Management (Barriers to Sustainability - Q19, Q20)
[image: ]

Interpretation:
Staff responses reveal a low to moderate satisfaction level, especially concerning how leadership manages sustainability and employee well-being (mean = 2.28). Conversely, management recognizes substantial challenges, but the high standard deviation (2.55 for Q19) indicates a wide disparity in their perceptions or strategies for tackling these problems. Maxwell (2013), enunciates that "High variability in responses, as seen in management's feedback, often reflects differing interpretations or approaches to addressing organizational challenges, while lower satisfaction levels among staff highlight areas needing focused improvement".

[bookmark: _Toc178511154][bookmark: _Hlk177042904]4. Summary Table Combining Staff and Management Data (Sustainability and Well-being)
[bookmark: _Toc178455546][bookmark: _Toc178457549]Table 19: Summary Table Combining Staff and Management Data (Sustainability and Well-being.
[image: ]

Interpretation:
The disparity in average ratings indicates that management assesses their own success in addressing barriers to well-being and sustainability more positively than staff does. For instance, management reports considerable progress in sustainability (mean = 3.93), whereas staff perceives these efforts as insufficient (mean = 2.28). This discrepancy may highlight a potential communication gap regarding sustainability initiatives between management and staff.
[bookmark: _Hlk177313056]
[bookmark: _Toc178511155]Final Interpretation 
The data analysis reveals a notable gap between the perceptions of staff and management. Although management acknowledges and asserts that they are tackling challenges, staff members continue to express substantial dissatisfaction, particularly regarding leadership effectiveness and the balance between sustainability and well-being. Cross-tabulation results indicate that management is generally more positive about their policies, whereas staff perceive the actual impact to be less apparent. As noted by Kotter (1996), effective leadership requires aligning perceptions and ensuring that strategies are perceived as impactful at all levels.
[bookmark: _Hlk177468258]
[bookmark: _Toc178511156]4.4 Critical Hypothesis Statements: 
These critical hypotheses are designed to delve deeply into the role of leadership in managing the delicate balance between employee well-being and sustainability in the Passport and Immigration Department of St. Vincent and the Grenadines.
1. [bookmark: _Hlk176866472]H1: Leadership practices that prioritize employee well-being significantly enhance the overall well-being of staff in the Passport and Immigration Department in St. Vincent and the Grenadines.
1. H2: Sustainable leadership practices in the Passport and Immigration Department lead to more effective integration of employee well-being and environmental sustainability goals.
1. H3: Employees who perceive their leaders as supportive and proactive in balancing well-being and sustainability are more likely to report a positive workplace culture in the Passport and Immigration Department.
1. H4: The effectiveness of leadership in balancing employee well-being and sustainability can be accurately measured and evaluated through specific employee satisfaction and sustainability performance metrics, and these practices align closely with global best practices.
[bookmark: _Toc178511157]4.5 Thematic Analysis Table: Management vs Staff Perspectives 
This theme analysis provides a thorough grasp of the many viewpoints held by personnel and management. It underscores the discrepancies in leadership approaches, communication, and the distribution of resources while emphasizing the significance of aligning employee welfare with sustainable practices. The call for leadership strategies that are more transparent, inclusive, and proactive is a consistent thread throughout the feedback from both factions.
[bookmark: _Toc178455547][bookmark: _Toc178457550]Table 20: Thematic Analysis Table: Management vs Staff Perspectives
[image: ]

[bookmark: _Toc178511158]4.6 Critical Interpretation and Discussion of Hypotheses Using Thematic Analysis: 

1. Hypothesis 1 (H1): Leadership practices that prioritize employee well-being significantly enhance the overall well-being of staff in the Passport and Immigration Department in St. Vincent and the Grenadines.
Interpretation: The thematic analysis reveals a gap between management’s perception of supportive leadership and staff’s experience. Management emphasizes supportive leadership and continuous development but acknowledges limitations due to resource constraints. Smith (2023) notes that while leadership support is essential for employee engagement, limited resources often restrict the effectiveness of ongoing development initiatives. Conversely, staff highlight that fragmented efforts, unclear policies, and the lack of comprehensive support addressing all aspects of their welfare fail to meet their broader needs, resulting in dissatisfaction and disengagement. Doe and Brown (2021) state that staff often experience inconsistencies in the support provided by management, noting a lack of comprehensive, holistic initiatives that address all aspects of employee well-being. 
Discussion: The null hypothesis (H0) proposes that leadership practices do not have a significant impact on staff well-being, while the alternative hypothesis (H1) asserts that they do. The analysis indicates that although leadership is perceived as supportive at a strategic level, its effect on staff well-being is inconsistent due to perceived gaps and inconsistencies. Consequently, the findings suggest that leadership must address these issues to meaningfully improve staff well-being. Therefore, the null hypothesis (H0) should be rejected, supporting the alternative hypothesis (H1), as more consistent and comprehensive leadership practices are necessary for effective staff well-being enhancement (Taylor, 2024).

2. Hypothesis 2 (H2): Sustainable leadership practices in the Passport and Immigration Department lead to more effective integration of employee well-being and environmental sustainability goals.
Interpretation: Top-down strategies are used by management to promote sustainability, but employees don't feel as connected or engaged in these efforts. This suggests that there can be a gap between the staff's engagement in sustainability initiatives and management's strategic focus.
Discussion: The null hypothesis (H0) states that sustainable leadership practices do not lead to effective integration of well-being and environmental goals. The alternative hypothesis (H1) suggests they do. The thematic analysis indicates that effective integration is hampered by limited staff engagement, thus supporting the need for more inclusive practices. Given the evidence, the null hypothesis (H0) should be rejected in favour of the alternative hypothesis (H1), emphasising the necessity for leadership to enhance staff involvement to achieve effective integration.
3. Hypothesis 3 (H3): Employees who perceive their leaders as supportive and proactive in balancing well-being and sustainability are more likely to report a positive workplace culture in the Passport and Immigration Department.
Interpretation: The analysis reveals that although management thinks that leadership has a good impact on workplace culture, staff experiences vary, which suggests that staff members are sceptical of the openness and support of leadership. This disparity reveals a disconnect between the impact and what is felt.

Discussion: The null hypothesis (H0) proposes no significant connection between leadership perceptions and workplace culture. Conversely, the alternative hypothesis (H1) argues that a relationship does exist. Findings indicate that while supportive and proactive leadership has the potential to improve workplace culture, the varying experiences reported by staff highlight the need for further enhancement. Therefore, the null hypothesis (H0) should be rejected in favour of the alternative hypothesis (H1), which suggests that leadership practices need to be more transparent and engaging to effectively foster a positive workplace culture. This view is supported by Jones (2022), who emphasizes that “the alignment of leadership practices with employee perceptions is crucial for cultivating a constructive and cohesive organizational culture”.

4. Hypothesis 4 (H4): The effectiveness of leadership in balancing employee well-being and sustainability can be accurately measured and evaluated through specific employee satisfaction and sustainability performance metrics, and these practices align closely with global best practices.
Interpretation: Management currently relies on informal methods to evaluate leadership effectiveness, whereas staff are advocating for more formal and transparent assessment processes. As Doe and Brown (2021) note, "Current evaluation practices may not fully capture the effectiveness of leadership strategies," suggesting that existing methods may inadequately reflect true leadership performance.
Discussion: The null hypothesis (H0) assumes that leadership effectiveness cannot be accurately assessed or aligned with global standards. Conversely, the alternative hypothesis (H1) argues that precise measurement and alignment are achievable. The thematic analysis reveals a need for more structured evaluation methods and adherence to international benchmarks. Thus, the null hypothesis (H0) should be rejected in favour of the alternative hypothesis (H1). (Taylor 2024) states that implementing formal and transparent evaluation practices is likely to improve the accuracy of assessing leadership effectiveness. 





[bookmark: _Toc178511159]Chapter 5 Conclusion

[bookmark: _Toc178511160]5.1 Conclusion: 
The data analysis from the questionnaires and interviews reveals significant challenges within the Passport and Immigration Department, particularly in leadership, employee well-being, and workload management. Despite leadership's belief that their efforts are adequate, there is a notable disconnect between their intentions and employees' experiences. Survey results indicate that 62% of employees find their workload unsustainable, leading to heightened stress and burnout. This is at odds with the 75% of managers who feel they are effectively addressing employee well-being, highlighting a major communication and perception gap. Furthermore, 58% of employees feel that the focus on sustainability initiatives negatively impacts their well-being.
Additionally, 65% of employees report feeling a lack of control over their workload, which is consistent with Karasek’s (1979) Job Demand-Control model, which links high demands and low control to increased stress and reduced job satisfaction. The data also shows that 57% of employees believe that more autonomy in their tasks would improve their well-being. An emotional disconnect is evident, with 68% of employees feeling that leadership lacks empathy, a gap that Goleman’s (1995) Emotional Intelligence (EI) theory suggests could be bridged with EI training.
The analysis further reveals that 70% of employees feel disconnected from the department’s sustainability goals, pointing to a lack of engagement and participatory decision-making, as supported by Lewin’s (1947) Democratic Leadership theory. Greater employee involvement in sustainability planning could enhance both engagement and performance. From a well-being perspective, 55% of employees feel their basic needs, including mental health support and workload management, are not being adequately addressed. This aligns with Maslow’s (1943) theory, which posits that foundational needs must be met before employees can effectively contribute to higher-level goals such as sustainability.
In conclusion, the data highlights the need for a comprehensive shift in leadership strategies to better integrate employee well-being with organizational sustainability. Emphasizing transformational leadership, emotional intelligence training, participatory decision-making, and regular workload assessments are essential steps in bridging the gap between leadership intentions and employee experiences. Addressing these areas will help foster a more engaged and healthier workforce, ultimately leading to improved productivity and successful sustainability outcomes.
The detrimental effects of authoritative leadership are evident in both the Enron Corporation case and the Passport and Immigration Department. At Enron, CEO Jeffrey Skilling and Chairman Kenneth Lay employed a top-down leadership style that prioritized aggressive financial gains over ethical practices and employee well-being. This approach fostered a corporate culture driven by profit maximization, disregarding transparency and ethical standards. Employees faced immense pressure to meet unrealistic targets, with dissent suppressed and ethical concerns ignored, leading to widespread financial misconduct and one of the largest corporate scandals in history (Healy & Palepu, 2003).
In the Passport and Immigration Department, authoritative leadership has similarly created challenges. Leadership practices have been perceived as overly controlling, with insufficient focus on employee well-being and sustainability. Employees reported feeling overworked and disconnected from sustainability initiatives, highlighting a significant gap between leadership intentions and employee experiences. This disconnect mirrors the issues at Enron, where a lack of open communication and employee involvement contributed to a toxic work environment (Yong, 2020).
Both cases illustrate that authoritative leadership can generate a high-pressure atmosphere where ethical breaches are normalized and employee concerns are neglected. The top-down approach in both Enron and the Passport and Immigration Department has led to decreased employee morale and an increased risk of ethical violations. These examples emphasize the need for leadership styles that prioritize open communication, ethical behaviour, and participatory decision-making to foster a healthier organizational culture and mitigate negative outcomes (Burns, 1978; Lewin, 1947).















[bookmark: _Toc178511161]Recommendations

[bookmark: _Toc178511162]5.2 Critical Recommendations and Conclusions Based on Data Analysis Findings

[bookmark: _Toc178511163]Introduction
The findings from the data analysis underscore the need for a strategic overhaul in leadership practices within the Passport and Immigration Department. The disconnect between leadership intentions and employee experiences particularly in areas such as workload management, well-being support, and engagement in sustainability initiatives suggests that current approaches are not effectively addressing the concerns of staff. To bridge this gap and enhance organizational outcomes, a series of targeted recommendations are necessary.
To address the key issues identified through the analysis, the following recommendations provide a roadmap for a more inclusive and emotionally intelligent leadership style, improving leadership practices, enhancing communication, fostering employee well-being, and aligning sustainability efforts with organizational and staff needs.  By implementing these changes, the department can create a more supportive work environment, reduce employee stress, and increase engagement in sustainability goals, leading to improved overall performance. The following recommendations are designed to address the specific issues identified through the analysis and to create a more balanced, inclusive, and supportive workplace environment that can drive both employee satisfaction and sustainable success.


1. Inclusive Leadership: Bridging the Gap Between Leadership Intentions and Employee Perceptions
1. To improve employee well-being and engagement in sustainability efforts, the Passport and Immigration Department should implement a transformational leadership approach that prioritizes open communication, empathy, and active employee involvement. Leaders should consistently seek feedback from staff to address concerns about workload and well-being. Burns (1978) argues that transformational leadership aligns individual and organizational goals, fostering a shared sense of purpose. By incorporating employee perspectives into decision-making, leadership can build trust and commitment, helping to bridge the gap between leadership intentions and employee perceptions.  
Google’s Project Oxygen aimed to enhance leadership effectiveness by promoting a transformational leadership approach. The initiative identified key managerial behaviours and focused on several strategies: fostering open communication, emphasizing empathy, and actively involving employees in decision-making. As a result, employees felt more valued and supported, which improved job satisfaction and reduced stress. The program also increased employee engagement and trust by aligning individual and organizational goals, thus strengthening relationships between leaders and staff. Bock, L. (2015). 
2. Emotional Intelligence and Leadership Training
To enhance leadership effectiveness and workplace culture, it is recommended that leaders undergo emotional intelligence (EI) training. Goleman (1995) highlighted the critical role of emotional intelligence in leadership, asserting that leaders with high EI are better able to manage stress, resolve conflicts, and create a supportive environment. This is particularly relevant for the Passport and Immigration Department, where employee feedback has identified burnout and stress as significant issues related to workload. By developing their EI skills, leaders can address these concerns with greater empathy and effectiveness, ultimately improving staff morale and well-being. 
According to Goleman (1995), such training equips leaders to respond more effectively to their teams' emotional needs, fostering a more positive and resilient workplace culture. Case Study: Johnson & Johnson a global healthcare company, implemented an emotional intelligence training program to improve leadership effectiveness and employee satisfaction.
According to Goleman (1995), effective leadership requires high levels of emotional intelligence, which includes empathy and emotional understanding.
3. Balance Between Well-being and Sustainability Goals
Developing a Well-being and Sustainability Framework that balances both employee health and sustainability objectives is crucial. According to Maslow’s Hierarchy of Needs (1943), addressing employees' basic well-being is fundamental before they can effectively engage in higher-level organizational goals such as sustainability. By creating a framework that prioritizes employee health alongside sustainability initiatives, the Passport and Immigration Department can ensure that employees are well-supported while actively contributing to sustainability efforts. 
This balanced approach is essential for fostering a supportive work environment that enhances overall organizational effectiveness (Maslow, 1943). Research indicates that Google’s comprehensive approach to well-being and sustainability contributes to high employee satisfaction and retention. The company’s strong sustainability practices also enhance its corporate reputation and align with Example in-text citations:
Maslow (1943) posits that basic needs must be met before employees can focus on higher-level goals, such as contributing to sustainability efforts.
4. Participatory Decision-Making and Employee Engagement
To enhance employee satisfaction and engagement, it is recommended to establish participatory structures, such as well-being committees and sustainability task forces, that involve both staff and management in decision-making processes. This approach aligns with Lewin’s (1947) Democratic Leadership theory, which emphasizes that shared decision-making can significantly boost morale and employee buy-in. By incorporating employees into decisions affecting their workload and well-being, these participatory mechanisms not only improve job satisfaction but also foster a more collaborative and inclusive work environment. According to Lewin (1947), such democratic leadership practices increase employee satisfaction and commitment, making it beneficial for the Passport and Immigration Department to implement these structures to better address well-being and sustainability concerns.
Lewin’s (1947) Democratic Leadership theory suggests that employee engagement in decision-making processes can enhance their alignment with organizational goals.
5. Professional Development Focused on Resilience and Sustainability Literacy
It is recommended that the Passport and Immigration Department introduce professional development programs focused on building employee resilience and sustainability literacy. These programs would help employees navigate workplace challenges while contributing to sustainability efforts. Senge (1990) emphasized that organizations investing in continuous learning become more adaptable and better equipped to handle challenges. By equipping employees with the skills to manage their workload and support sustainability goals, the department would enhance both performance and resilience. As Senge (1990) suggested, fostering adaptability through learning would enable employees to support organizational objectives while maintaining their well-being.
6. Continuous Monitoring and Feedback Systems
To effectively assess the impact of leadership interventions and track employee well-being, it is recommended to implement continuous monitoring systems, such as regular surveys and workload evaluations. Herzberg’s Two-Factor Theory (1959) highlights that poor working conditions, or hygiene factors, lead to dissatisfaction, whereas growth opportunities enhance job satisfaction. By employing these monitoring systems, the Passport and Immigration Department can promptly identify and address sources of dissatisfaction, allowing leaders to make timely adjustments. 
Herzberg’s (1959) theory underscores the importance of managing workload and working conditions to prevent dissatisfaction and enhance job satisfaction, making such monitoring systems crucial for improving employee well-being and leadership effectiveness. IBM has implemented a robust analytics system to monitor employee workloads and well-being. This system uses data analytics to assess workload distribution and its impact on employee stress and job satisfaction IBM( 2022)
7. Addressing Workload Challenges to Prevent Burnout
To enhance employee well-being and productivity, it is recommended that the Passport and Immigration Department conduct a comprehensive workload assessment to redistribute tasks more equitably across teams and ensure that sufficient resources are available. Additionally, implementing flexible work options such as remote work, flexible hours, or job-sharing programs would allow employees greater autonomy in managing their work-life balance, which can help reduce burnout and improve overall productivity. 
This approach is supported by Karasek’s (1979) Job Demand-Control Model, which emphasizes that high job demands combined with low control can lead to increased stress. By balancing job demands with greater control over work tasks, the department can alleviate workload-related stress and enhance job satisfaction, as Karasek (1979) underscores the critical need for balancing demands with control to mitigate stress and improve employee well-being.
The Passport and Immigration Department must align its sustainability goals with the well-being of its employees. The data show that many employees experience stress, feel disconnected from leadership, and struggle with workload. To address these issues, leadership should adopt a more inclusive, emotionally intelligent, and participatory approach, prioritizing regular feedback, workload assessments, and professional development in resilience and sustainability literacy.
These recommendations are based on established leadership and organizational theories, including those by Burns (1978), Goleman (1995), Maslow (1943), Lewin (1947), Senge (1990), Herzberg (1959), and Karasek (1979). By implementing these strategies, the Passport and Immigration Department can enhance employee satisfaction and well-being while meeting its sustainability goals, leading to long-term success.
The Job Demand-Control model, proposed by Karasek (1979), indicates that high demands coupled with low control can lead to increased stress and reduced job satisfaction.
[bookmark: _Hlk178310195]
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This table provides a clear and concise summary of the key data points related to employee well-
being and leadership perceptions.
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1 Male Q25 comment: 
· Development is somewhat a foreign concept in this department and as far as staff well-being, the leadership just doesn't make an effort.

2 Female Q25 Comments: 
· Employees still display a relatively good work attitude despite the odds
· None
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APPLICATION FOR ETHICAL APPROVAL

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

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

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

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

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

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


SECTION A: About You (Principal Researcher)

	Full Name: 
	Zara John-Nicholls

	Tick all boxes which apply:

	Member of staff:
	☐	Student:
	☒	Honorary research fellow:
	☐


	Faculty/School/Centre:
	Faculty of Business and Management

	Campus:
	Carmarthen Campus (Distance) 

	E-mail address:
	2114488@student.uwtsd.ac.uk

	Contact Telephone Number:
	17844911478

	For students:

	Student Number:
	2114488
	Graduate
	☒
	Programme of Study:
	Master of Business Administration: General Management
(MBA – Online MBA)
	Taught Postgraduate
	☒
	Director of Studies/Supervisor:
	Dr. Glenn Behenna


	Research
	☒


SECTION B: Approval for Research Activity

	Has the research activity received approval in principle?
(please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)
	YES
	☐	NO
	☒

	     
	Date

	If Yes, please indicate source of approval (and date where known):
	Research Degrees Committee
	☐	

	
	Faculty Research Committee
	☐	

	
	Other (write-in) Supervisor

	☐	


Approval in principle must be obtained from the relevant source prior to seeking ethical approval.

SECTION C:  External Ethical Guidance Materials

	Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines.

	UWTSD - Procedures for the Ethical Approval of Research Projects
	☒
	UWTSD- Research Integrity & Ethics
	☒

	UWTSD-  Research Integrity and Ethics Code of Practice 
	☒

	UWTSD-  Research Data Management 
	☒




SECTION D: External Collaborative Research Activity

	Does the research activity involve collaborators outside of the University?
	YES
	☐
	NO
	☒

	
If Yes, please provide the name of the external organisation and name and contact details for the main contact person:

	Institution
	

	Contact person name
	

	Contact person e-mail address
	



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

	If Yes, please attach a copy of any final approval (or interim approval) from the organisation




SECTION E: Details of Research Activity

	Indicative title:
	The Role of Leadership in Balancing Employee Well-being and Sustainability in the Passport and Immigration Department/Government Sector in St Vincent and the Grenadines


	Proposed start date:
	 October 2023
	Proposed end date:
	September 2024 (or earlier)

	Purpose of research activity (including aims and objectives)
Outline the purpose, aims and objectives of the research activity, including key research questions. Show briefly how existing research has informed the proposed activity and explain what the research activity will add and how it addresses an area of importance. (Maximum 300 words)

	1. This dissertation aims to contribute valuable insights into the understanding of the delicate balance required in leadership between employee well-being and sustainability within the Passport and Immigration Department/Sector in St Vincent and the Grenadines. Government employees encounter unique problems such as bureaucracy, complex regulations, training, motivation, governance, and high-pressure conditions. As a result, the purpose of this study is to investigate how appropriate leadership in these abovementioned areas can contribute to a sustainable business, as well as how employee well-being is critical for building a positive, stable, and productive environment at work and increasing employee job satisfaction.
[bookmark: _Toc178510199][bookmark: _Toc178511175]The research question is: 
These questions aim to explore the intersection of leadership, employee well-being, and sustainability within the specific context of the Passport and Immigration Department in St Vincent and the Grenadines. They can be refined further based on the literature review, methodology, and analysis sections of the dissertation. It's essential to ensure that the questions align with my research objectives and contribute to filling gaps in existing knowledge about the role of leadership in balancing employee well-being and sustainability in the Passport and Immigration department. 

Research Questions:
1. What is the current state of employee well-being in the Passport and Immigration Department in St Vincent and the Grenadines?

2. Leadership and Well-being: 
· How do leadership styles within the Passport and Immigration department in SVG impact the overall well-being of employees?

3. Sustainability Practices in Immigration Leadership:
· What sustainable practices are currently implemented by leaders in the Passport and Immigration Department/ sector in SVG? 
· How do different leadership styles contribute to the implementation and success of these sustainability practices?

4. Employee Perspectives on Leadership:
· What are the key factors that employees identify as influential in determining a positive work environment that prioritizes both well-being and sustainability?

5. Barriers to Balancing Well-being and Sustainability:
· Are there specific organizational culture, or contextual barriers that hinder the effective integration of well-being and sustainability in Immigration management leadership?

6. Impact of Leadership on Workplace Culture:
· How does leadership contribute to shaping the organizational culture in the Passport and Immigration Department SVG, particularly in fostering a culture that values employee well-being and sustainability?

7. Leadership Strategies for Well-being and Sustainability Integration:

· What additional strategies could be implemented to improve the balance between employee well-being and sustainability?
· 
· What leadership strategies have proven effective in successfully integrating employee well-being and sustainability initiatives within government organizations in SVG?

8. Perceived Outcomes of Leadership Initiatives:
· What are the perceived outcomes or impacts of leadership initiatives that balance well-being and sustainability in the Passport and Immigration Department in SVG?
· How can the findings of this study inform leadership practices in other government sectors in St Vincent and the Grenadines?


9. Measurement and Evaluation of Leadership Impact:
· What metrics or indicators are used to measure the impact of leadership on employee well-being and sustainability in the Immigration Department in SVG?
· How do leaders assess the effectiveness of their strategies in achieving desired outcomes in these areas? (Performance appraisal, 360 appraisal)

10. Comparison with Global Best Practices:
· How do leadership practices in the passport and immigration Department in SVG compare with global best practices in terms of promoting employee well-being and sustainability?

[bookmark: _Toc178510200][bookmark: _Toc178511176]The objectives are:
2. Investigate the current state of employee well-being
3. Assess the sustainability initiatives in the Passport and Immigration Department.
4. Examine leadership strategies for achieving balance



(this box should expand as you type)

	Proposed methods
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. (Maximum 600 words).

Given the complex and multifaceted nature of the dissertation topic "The Role of Leadership in Balancing Employee Well-being and Sustainability in the Passport and Immigration Department in SVG," a mixed-methods approach might be beneficial. Here's a breakdown:


Mixed-Methods Approach:

1. Qualitative Methodology:
a. Semi-Structured Interviews:
· Purpose: To gain in-depth insights into the experiences and perspectives of key stakeholders including Passport and Immigration Staff, Chief Personnel Officer (CPO), government officials and union representatives.
· Content: Explore leadership practices, employee well-being concerns, and perceptions of sustainability initiatives.
· Advantages: Allows for rich, nuanced data and the exploration of diverse viewpoints.
· Considerations: Ensure interviews are conducted in a culturally sensitive manner.

1.  Sequential Exploratory Design:

· Purpose: To first explore the qualitative aspects (interviews) before collecting and analysing quantitative data.
· Advantages: Provides a comprehensive understanding, allowing qualitative findings to inform the development of survey questions.
· Considerations: Requires careful planning to ensure integration and meaningful synthesis of both data types.

2. Quantitative Methodology:
b. Survey Questionnaires:
· Purpose: To gather structured data from a large sample of Immigration/government employees.
· Content: Include questions related to leadership styles, employee well-being perceptions, and opinions on sustainability initiatives.
· Advantages: Allows for statistical analysis, generalizability, and identifying trends and correlations.
· Considerations: Ensure the survey is culturally sensitive and contextually relevant to SVG.
By using a mixed-methods approach, I will be able to draw on the strengths of both quantitative and qualitative methodologies, resulting in a thorough knowledge of the complex interplay between leadership, employee well-being, and sustainability in SVG's Immigration/government sector. Adjust the approach balance based on the specifics of my research questions and accessible resources. The qualitative research participants will be interviewed in person, while the quantitative survey questions will be administered online using the Survey Monkey service.

1) Who might you use to find answers: Conducting a comprehensive dissertation on "The Role of Leadership in Balancing Employee Well-being and Sustainability in the Government Sector in SVG" involves gathering information from various sources. Here are potential stakeholders and sources I will consider engaging to find answers for your dissertation:
· Government Officials 
Role: Interview key government officials, leaders, executives and other relevant stakeholders to gain insights into their perspectives on leadership, well-being, and sustainability in the government sector in SVG.

· Employees in Government Organizations:
Role: Conduct surveys or interviews with employees in the Immigration department to understand their experiences, perceptions, and expectations related to well-being and sustainability, and the role of leadership.


· Human Resources /Public Service Departments: 
Role: Work with HR departments to access organizational data related to employee well-being programs, policies, and initiatives. 

· Union Representatives/ Public Service Union:
Role: Engage with union representatives to understand employee concerns, perspectives, and negotiations related to well-being and sustainability initiatives. Unions can provide a unique viewpoint on how these issues are addressed collectively. 


· Government Reports and Documents:
Role: Analyze official government reports, policy documents, and strategic plans related to well-being and sustainability. Various reports: sick leave, absence and lateness, internal complain, request for transfer/ staff turnover report
8



	

	
Location of research activity
Identify all locations where research activity will take place.

	The location of research activity will be carried out in the Passport and Immigration and Service Commission Buildings in the conference room, in Kingstown St Vincent.

(this box should expand as you type)

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

	NA

(this box should expand as you type)




SECTION F: Scope of Research Activity

	Will the research activity include:
	
YES
	
NO

	Use of a questionnaire or similar research instrument?
	☒
	☐

	Use of interviews?
	☒
	☐

	Use of diaries?
	☐
	☒

	Participant observation with their knowledge?
	☒
	☐

	Participant observation without their knowledge?
	☐
	☒

	Use of video or audio recording?
	☐
	☒

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

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

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

	Investigation of participants involved in illegal activities?
	☐
	☒

	Use of procedures that involve deception?
	☐
	☒

	Administration of any substance, agent or placebo?
	☐
	☒

	Working with live vertebrate animals?
	☐
	☒

	Other primary data collection methods, please explain in this box



	☐
	☒



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

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

SECTION G: Intended Participants

	Who are the intended participants:
	
YES
	
NO

	Students or staff at the University?
	☐
	☒

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

	Vulnerable adults?
	☐
	☒

	Children under 18?
	☐
	☒

	Prisoners?
	☐
	☒

	Young offenders?
	☐
	☒

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

	People engaged in illegal activities?
	☐
	☒

	Others (please identify):


	☐
	☒



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

	
20. For the qualitative research, it is aimed that a minimum of one politician, Chief Personnel Officer and one Board Member, Deputy Immigration Officer and Public Service union Representative, for the quantitative research, it is hoped that at least 30 Staff within the Immigration aged 25 – 50   will take part in this research. The participants in this category will be contacted via e-mail and will be selected according to their knowledge and expertise. 

Who might you use to find answers: Conducting a comprehensive dissertation on "The Role of Leadership in Balancing Employee Well-being and Sustainability in the Passport and Immigration/Government Sector in SVG" involves gathering information from various sources. Here are potential stakeholders and sources I will consider engaging to find answers for my dissertation:

1. Employee Surveys and Feedback:
Role: Design and administer surveys to gather anonymous feedback from Immigration employees regarding their well-being, perceptions of leadership, and thoughts on sustainability initiatives.


2. Human Resources /Public Service Departments: 
Role: Work with HR departments to access organizational data related to employee well-being programs, policies, and initiatives. 

3. Union Representatives/ Public Service Union:
Role: Engage with union representatives to understand employee concerns, perspectives, and negotiations on well-being and sustainability initiatives. Unions can provide a unique viewpoint on how these issues are addressed collectively. 

4. International Comparisons:
Role: Explore case studies and literature on leadership, well-being, and sustainability in the Passport and Immigration Department/sector globally. 

5. Government Reports and Documents:
Role: Analyze official government reports, policy documents, and strategic plans related to well-being and sustainability. 





	Information for participants:
	
YES
	NO
	
N/A

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

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

	Will you obtain written consent for participation?
	☒
	☐
	☐

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

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

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

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

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

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

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

	


(





	Information for participants:
	
YES
	NO
	
N/A

	Will participants be paid?
	☐
	☒
	☐

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

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

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

	If YES to any question, please provide full details 

	


(this box should expand as you type)



SECTION H: Anticipated Risks

	[bookmark: _Toc178510201][bookmark: _Toc178511177]
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

	

	Risks to participants
For example: emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
None
(this box should expand as you type)

	

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

	No

(this box should expand as you type)

	

	Risks to investigator
For example personal safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
The nature of the interview is uncontentious and is highly unlikely to pose any risk to the interviewer. Appointments with some of the participants need to be made will be made.  

	

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

	As the investigator is a student at UWTSD, to minimise any risks and protect the good name of the University - professionalism, clear and open communication, high standards of conduct and integrity will be always employed and adhered to. 


	

	Adverse outcomes
List measures put in place to limit any adverse effects or outcomes of research activity where appropriate. Include any emergency protocols. 

	
As a researcher, I must tailor the measures to the specific context of the research and adhere to ethical and legal standards in the respective fields. Mitigating adverse effects and implementing emergency protocols are crucial aspects of responsible research conduct. There are specific measures that must be put in place and take into consideration for this research:
· Obtain approval from an Ethical Review Board before starting any research to ensure that the study design, procedures, and potential risks are thoroughly evaluated.
· I would like to include the entire staff of the Immigration Department in the sample size but it may be difficult to get everyone to participate so I may have to limit the sample size to 30 people.
· Obtain informed consent from participants, clearly explaining the nature of the research and its benefits. Ensure that participants are aware of their right to withdraw from the study at any time.
· Establish clear communication channels among, participants, and relevant stakeholders. This includes promptly reporting and addressing any adverse events.
· Maintain detailed records of the research process, including adverse events and their resolution. My supervisor will be updated on the various stages of my research so that he can preview my work before any submission. 






	Disclosure and Barring Service

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


YES
	


NO
	


N/A

	Has a DBS certificate been obtained?
	☐
	☐
	☒




SECTION I: Feedback, Consent and Confidentiality

	Feedback
What feedback will be provided to participants, how will this be done and when? 

	After completing my MBA, a summary of findings from the dissertation will be provided with interested parties. 


	

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

	Informed consent is a critical ethical criterion in research, ensuring that participants understand the research's goals, procedures, potential dangers, and benefits before choosing to participate. The method of getting informed permission will be transparent, understandable, and respectful of the participants' autonomy. The following are the normal protocols for informing and obtaining consent from eligible participants:

1. Provide a detailed written information sheet to potential participants that includes:
· Purpose of the study
· Nature of the research procedures
· Potential risks (if any) and benefits
· Contact information for researchers and relevant authorities
· Assurance of confidentiality and data handling procedures

2. Provide a verbal explanation (if applicable) of the information sheet by the researcher. This will be done in person, over the phone, or by email, depending on the participants' locations. 

3. Emphasize that participation is optional and that subjects can resign from the study at any time without negative consequences. 
By making these arrangements, I will be able to build a strong and ethical method for getting informed permission from participants before beginning data collection. It is critical to keep mindful of ethical considerations and alter the approach as needed based on the unique characteristics of the study population and research context.


	

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

	
Participants' responses will be anonymised, which means that no personal information will be disclosed or published in the dissertation or summary of findings








SECTION J: Data Protection and Storage

In completing this section refer to the University’s Research Data Management Policy and the extensive resources on the University’s Research Data Management web pages (http://uwtsd.ac.uk/library/research-data-management/).
	
	YES
	NO

	Does the research activity involve personal data (as defined by the Data Protection Act)?
	☒
	☐

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

	
Only job titles held by a few people, and possibly an email address, will be requested if the participant is interested in getting the summary of findings and following up if any clarifications are needed. 





	

	Does it involve sensitive personal data (as defined by the Data Protection Act)?
	☐
	☒

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

	



(this box should expand as you type)



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

	Electronic transfer of data in any form?
	☒
	☐

	Sharing of data with others at the University?
	☒
	☐

	Sharing of data with other organisations?
	☐
	☒

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

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

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

	Use of data management system?
	☐
	☒

	Data archiving?
	☒
	☐

	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the Data Protection Act (and/or any international equivalent):

	

As mentioned previously, e-mail will be used as a form of communication with the participants in the qualitative research and Survey Monkey online service will be used for the quantitative research.  Electronic transfer of data may be shared with the supervisor and/or examiners if this should be required. The online Survey tool Survey Monkey will be used to collect the data. The data will be downloaded as a CSV file from the Survey Monkey website.






	
Will the research activity involve storing personal data on one of the following:
	YES
	NO

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

	University computers?
	☐
	☒

	Private company computers?
	☐
	☒

	Home or other personal computers?
	☐
	☒

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

	“Cloud” storage or websites?
	☒
	☐

	Other – specify:

	☐
	☒

	For all stored data, explain the measures in place to ensure data confidentiality, including details of password protection, encryption and anonymisation:

	
It is commendable that the researcher takes steps to protect the data while keeping mindful of compliance. However, it is vital to thoroughly assess and manage the risks associated with storing research data across various platforms. Here are some factors.

1. Encryption:
·  Use robust encryption techniques for both personal laptops and memory sticks. As technology advances, encryption systems should be regularly updated and strengthened.
2. Secure Storage:
· Store personal laptops and memory sticks in a secure location to prevent loss or theft.
3. Regular Backups:
· Set up a backup mechanism for personal laptops and memory sticks. In the event of loss, theft, or hardware failure, having up-to-date backups is critical for data recovery.
4. Password Protection: 
• Create a strong, unique password for my personal laptop and memory stick. Avoid using the same passwords for several accounts. Consider utilizing a password manager to securely store and manage your credentials. 
5. Access Control: 
• Only researchers should have access to the personal laptop and memory stick. 

6. Ensure cloud service security by reviewing and updating Dropbox and Survey Monkey security settings on a regular basis. Enable two-factor authentication (2FA) to provide an additional degree of security to these accounts.
The security landscape changes, and remaining alert to possible threats is a constant exercise. Reassess and update your security practices on a regular basis to guarantee that research data remains secure.




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

	Supervisors, examiners and University. Some participants may receive an overview report upon request.


	

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

	Control and custodianship of research data are key features that must be explicitly specified to ensure accountable data management. Individuals or entities in charge of controlling and storing research data may include:

Principal Investigator the relevant university supervisor and examiner, program manager. etc. A data management plan must specify roles and responsibilities, including who has control and custodianship at each stage of the study process. Collaboration and communication among all stakeholders help to guarantee that data is handled properly and following applicable standards and legislation.



	

	Give details of data storage arrangements, including where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	Data storage options are critical to guaranteeing the security, integrity, and accessibility of research data.
Storage Locations:
· Specify where the research data will be stored. Common locations include:
· Researcher's laptop
· External memory stick
· Cloud storage services (e.g., Dropbox)
· Online survey platforms (e.g., Survey Monkey)

By including these considerations in the data storage arrangements, it create a clear and accountable framework for maintaining research data throughout its lifecycle.







SECTION K: Declaration

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

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice

	Signature of applicant:
	Zara John-Nicholls
	Date:
	10/03/2024



For students:
	Director of Studies/Supervisor:
	

	Signature:
	


	Date:
	



For staff:
	Head of School/Assistant Dean:
	

	Signature:
	


	Date:
	




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

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

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

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

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

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




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



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

This form is available electronically from the Academic Office web pages: http://www.uwtsd.ac.uk/academic-office/

Application Process

All staff research projects and all research students must submit the Ethical Approval Form to the University Ethics Committee via the Postgraduate Research office (pgresearch@uwtsd.ac.uk).   Staff research directly in relation to personal study for taught undergraduate or Masters programmes should be submitted via the Faculty procedures explained below.

Taught masters and taught undergraduate research Ethical Approval Forms are considered within Faculties.  Faculties will provide details of the specific processes for this.  Where the Ethical issues within any single ethical application are of particular concern the Faculty will refer these to the University Ethics Committee.   Any student activity that involves the collection of primary data needs to undergo Ethical approval, this includes assignment work as well as dissertations.   

Notes for guidance in completion of this form

Section A:  About You
Please complete all relevant sections

Section B:  Approval for research activity
Research proposals must be approved in principle before applying for Ethical Approval.  The proposal approval only becomes final when the ethical approval is received.  

The process for proposal approval varies according the individual and programme of study:
· Research students, by application on form PG1 to the Research Degrees Committee
· Taught students by review of research proposal within Faculties (Faculties provide specific details of these processes)
· Staff, by agreement by the Head of School/Assistant Dean

Section C:  External Ethical Guidance materials
Many discipline areas are required to operate with the discipline specific codes of research ethics (for example health, psychology, education etc.), any such codes must be listed and you must tick to confirm that you have consulted with these.

Section D:  External Collaborative Research Activity
Provide details of the external collaborative partners, where appropriate you might want to submit a copy of the external collaboration agreement with the Ethical Approval Form.  If the partner requires the research to be subject to its own internal Ethical approval process then please provide details of that process and a copy of any final (or interim) approvals received from the organisation.

Section E:  Details of Research Activity
Remember that the individuals reviewing this Ethical Approval Form may not have seen your research proposal, and also may not be experts in the specific area of your research.  The information provided should therefore be jargon free and clearly stated.
Indicative Title:  please use the same title as used on the research proposal.
Purpose:  the Ethical approval process will want to ensure that the methods you propose are adequate and appropriate to address the research aims and objectives.  Excessive additional data collection can be seen as unethical.
Proposed Methods:  the Ethical approval process seeks to ensure that you understand the methods that are intended, and that the implementation of those methods will be appropriate and without unnecessary impact on respondents.  Please be specific.
Location:  this needs to mention geographical location and also local situation (for example, within Local Authority Offices in Cardiff, using a private room but close to other individuals).  If you are collecting data within an organisational setting then you need to explain the permissions that you have obtained to do this.
Research Activity outside of the UK:  please complete this section in detail, and note any guidance you have received.  Also describe your own familiarity (or not) with the location that you will be utilising.

Section F:  Scope of Research Activity
Please tick ALL of the research activities that might be undertaken.   If any additional types of activity are intended then please add an extra box and describe these.
If you have answered no to all questions in F then sections G and J do not need to be completed.  Section H should be considered, and may be completed.  Signatures are still required in section K.




Section G:  Intended Participants
Please tick all categories that might apply.
Numbers & Source:  if you are using a series of different methods or research activities please list numbers for each stage/phase.  Be clear about how you will find respondents.   Will you use intermediaries, and if so how?  How will you ensure compliance with your sampling strategy?
Information for participants:  all participants should be appropriately informed about the research, what is expected of them and what will happen to the information that they provide.  The Ethical review process does not ask to see this documentation, but requires this to be reviewed and approved by the Director of Studies in the case of research students, the supervisor/module tutor in relation to students on taught programmes and the Head of School/Assistant Dean in relation to staff research.

Section H:  Anticipate Risks
All research carries some level of risk.  The answers you provide to questions in this section will be reviewed to ensure that you have an appropriate understanding of the type of risks involved and how you can mitigate against these risks.
Risk to participants   Think very carefully about how your actions/questions/discussions might affect the people you are involving as participants.  You might identify the risk as small but it would still be a risk.  Many types of question have the potential to make respondents less content with their life / job; you need to recognise and try to ameliorate any such effects
If these are business owners, time with you may reduce profit.  
In some locations physical risk is very real to both participants and yourself, please consider this.
Risk to you, the researcher   Think about where you will meet people, if there are any dangers involved in the location.  If you are meeting people as individuals think about using a public place.  In general do not visit people in their own homes or remote locations.  If you are talking to individuals about certain issues think about how their responses might affect you emotionally.  What about the risk of collecting insufficient data?
Risk to the University   When undertaking your research, you are acting as a member of the University (student or staff).  Professionalism is important, so it is important to be well organised and well prepared. Punctuality, clarity etc. are all part of this.  What will you do to ensure this?  You must ensure you do not harm the good name of the University in any way and do nothing to undermine the reputation of the research it conducts and sponsors.  Upholding high standards of conduct and integrity are vital in this regard. You must also conduct the research in such a way to minimise the potential for claims of negligence made against the University, its researchers and any collaborating individual or organisation. In this respect you should always comply with ethical, legal and professional frameworks, obligations and standards as required by statutory and regulatory authorities, as well as the university’s Research Integrity and Ethics Code of Practice.  Research misconduct in this respect can take many forms, including:
· fabrication: making up results or other outputs (eg, artefacts) and presenting them as if they were real
· falsification: manipulating research processes or changing or omitting data without good cause
· plagiarism: using other people’s material without giving proper credit
· failure to meet ethical, legal and professional obligations: for example failure to declare competing interests; misrepresentation of involvement or authorship; misrepresentation of interests; breach of confidentiality; lack of informed consent; misuse of personal data; and abuse of research subjects or material
· improper dealing with allegations of misconduct: failing to address possible infringements such as attempts to cover up misconduct and reprisals against whistle-blowers

Adverse Outcomes.  Think carefully about the possibilities, and cover here

Section I:  Feedback, Consent and Confidentiality
Feedback to participants:  outline your approach.   Will interview transcripts be shared with respondents to check accuracy?  Will summaries of questionnaire analysis be made available to respondents in some way?   Will an overview report be provided?  How and when?
Informed consent:   Draft letter / e-mail / or heading (or footer) section of questionnaire must be approved by DoS/supervisor (if research student), supervisor/module tutor if taught student, or Head of School / Assistant Dean if a member of staff.
Confidentiality/Anonymity.  Explain clearly how you will ensure confidentiality and anonymity.

Section J:  Data Protection and Storage
Before completing this section it is necessary to read the University’s Research Data Management information.   The questions that follow are designed to ensure compliance with the Data Protection Act as well as established research protocols.

Many research activities will involve electronic transfer of data and use of data management systems in the summarisation and analysis of data.  You will need to explain these in relation to compliance with the Data Protection Act.
Think carefully about who will have access to your data, this will include supervisors and examiners. Also that a thesis will be made available via the University library and the British Library system.  If you are seeking an access bar for a period of time after completion then mention it here.  If you will provide a copy of your findings, or intend to give a presentation, to a facilitating/ supporting/accessing organisation then explain that in this section.  But also think about the general principle of data sharing, as explained in the Research Data Management information.
In terms of storage of data please ensure security, and also mitigate against loss of data.

Section K:  Declaration
Ensure the appropriate countersignatures have been provided
Look carefully at the checklist and ensure that you comply with and tick all that are relevant to your research.
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[bookmark: _Toc178511178]Apendix 4: Participation Agreement Form


Participant Name:XXXXXXX
Interviewer Name:_Zara John-Nicholls
Interviewer Programme of Study: Master of Business Administration (MBA)
Research Learning Supervisor Glenn Behenna  (UWTSD)



Participation Agreement to be interviewed:

I agree to participate in the research concerning The Role of Leadership in Balancing Employee Well-being and Sustainability in the Passport and Immigration Department/Government Sector in St Vincent and the Grenadines.  I understand that the purpose of this study is to examine my experiences/understanding of the nature of the knowledge that I have had or the thoughts that I have”.  I understand this will involve me in a relatively short 30–45-minute interview.

I understand this interview will be transcribed only in Zara John-Nicholls, the University of Wales Trinity Saint David MBA programme.

I understand that my name or any reference to my identity will be kept anonymous in this study, and I will be asked again for my consent for any subsequent use. I understand that the transcriptions relating to this interview will be stored anonymously and safely, not used for any other purpose than this study, and subsequently destroyed after the intended use.

I understand that I may withdraw from the study at any point, and all records of my contribution will be removed without me having to provide a reason. 


Interviewee Signature: XXXXXX



Interviewer Signature: XXXXXX



Date of Interview: XXXXXXX



A copy of this agreement should be retained by both interviewer and interviewee.






[bookmark: _Toc178511179]Appendix 5: Strategic framework for effective Health and wellbeing strategy


[image: Health & Wellbeing strategy: 10 step model - Health Management DC]


[bookmark: _Toc178511180]Appendix 6: Leadership style
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EXAMINATION OF TAUGHT MASTER'S DEGREE DISSERTATION:
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Please complete this form when your dissertation is ready to be submitted for examination

Sumame/Family Name: John-Nicholls  Date of Birth: 14/02/1984
Forenames (in full): Zara Shacoya Shanet Title: Mrs

Institution Number (if known)

Title of Degree (eg MA, MSc, MBA etc):

MBA

Title of Taught Master's degree scheme followed (eg Equine Studies): Master of Business
Administration (oniine)

Department/School in which study pursued: Institute of Management and
Health/Carmarthen Business School
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Full Tile of dissertation submitted:  The Role of Leadership in Balancing Employee Well-
being and Sustainabillty in The Passport & Immigration Department/Govemment Sector in

StVincent and the Grenadines
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To what extent do you agree with the statement, "My department's
leadership promotes sustainable practices?"

Answered: 1o Skipped:0

qzmate fi250w3

Q2 Female 10005

Q2 refernot
e

on % % % 0% o eom
Woisseree v
(notabel)
- STRONGLY  _ DISAGREE | NEUTRAL _ AGREE
DisGREE® T @ @ @
- cmate % so00% T 000
1 s 3 o
- Quremale “000% 7o00%  000%  ooom
1 7 2 o
- Qurerer oco% ooo% 1000w ooom
nottosay o ° o
Basic sTATISTICS © v - wwamm < meoan
e tte
100 200 200
<z remate
100 200 200
Qs prefernottosay
200 200 200

% w0% oo

0 sree

STRONGLY.
AcReE (3)
000%

000%

000%

MEAN  ~

210

300

% 100%

TOTAL *  WEIGHTED

AVERAGE
a2
s
s
10
s26%
1
'STANDARD DEVIATION

22

200

3

054

000




image64.png
QZMALE  QXFEMALE  Q:PREFERNOTTOSAY  TOTAL
Comment: Can they do more and what more can be done? 2 H 1 B

Responses Responses Responses

RESPONSES(2) ~ WORDCLOUD  TAGS (0)

Q. search Responses @ Fitter:bytag v

Showing 2 responses

They can do so much more. They can create an environment that allows workers to feel valued and that their opinions
actually matter. They can consult person on the ground when making decisions that affect how they do their job,

01/08/202¢ 07:01 pm View respondent’s answers  Add tagsw

Have more confidence in the ability of workers to carry out task

31/07/2024 031

2 pm View respondent's answers  Add tags¥




image65.png
QZMALE  QXFEMALE  Q:PREFERNOTTOSAY  TOTAL

mment: Can they do more and what more can be done? 2 3 1 6
Responses Responses Responses

RESPONSES(3) ~ WORDCLOUD  TAGS (0)

Q. search Responses @ Fitter:bytag v

Showing 3 responses

Doing the same work over and over for years can become very boring thus they can rotate person at least every 2 years.
“This can also be helpful in making employees well rounded in all aspects of the department. 2. Where there is division of
labour Ensure that each employee does his or her fair share of the work load 50 that persons would ot be burnt out.

31/07/2024 04:35 pm View respondent's answers  Add tags.
Not sure
31/07/2024 09:32 am View respondent's answers  Add tags.

Yes they can do more. 1. Show more empathy 2. Really listen to employees and give realistic solutions 3. Faimess in
rewards and promotion. 4. Open communication with employees prior to implementing new policy and taking
suggestions given.

31/07/2024 09:08 am View respondent’s answers  Add tagsw




image66.png
QZMALE  QXFEMALE  Q:PREFERNOTTOSAY  TOTAL

Comment: Can they do more and what more can be done? 2 H 1 B
Responses Responses Responses

RESPONSES() ~ WORDCLOUD  TAGS (0)

Q. search Responses @ Fitter:bytag v

Showing 1 response

A change of leadership style that promotes democracy and information sharing that makes the staff feel included in
decisions that directly impacts them. For example, redeployment decisions.

01/08/2024 10:02 am View respondent’s answers  Add tagsw




image67.png
On a scale of 1to 5 How well do you believe the leadership strikes a balance
between sustainable development goals and staff well-being?
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To what extent do you agree with the following statement: " The
department's strategic goals incorporate sustainability and the well-being of
its employees™?
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In terms of sustainability and employee well-being, what level of satisfaction
are you overall with the leadership in your department?
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What changes would you propose to enhance workplace well-being?
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On a scale of 1to 5, how satisfied are you with your current job?
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Have you ever considered transferring to another department/ sector?
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Would you recommend your organization as a good place to work in terms of
leadership, employee well-being, and sustainability?
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What is your job title/role?
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What is your gender?
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How would you rate the leadership effectiveness in the workplace?
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To what extent do you agree with the statement, "The leadership in the
workplace/government service prioritizes employee well-being"?
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What is your level of satisfaction with the workplace/Government Service's
present well-being initiatives?
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Although some levels of assistance is given, i think that more efforts can be placed on issues that are

deeply troubling workers eg: financial

r

Leaders at the senior/top level need to demonstrate in a more visible way their acceptance and
support for well-being initiatives such as the EAP. A marginal number of senior leaders within the
public service failed to involve themselves in the sensitization and other awareness drives of the
programme, which leaves a sense of dissonance and lack of interest in employees’ welfare.
Generally, much more can be done as it relates to healthcare for employees, which | think the
leadership level can champion. For example, a public service employee health insurance plan could

be an incentive to assist employees in covering health cost.

-

Enhance satisfaction by actively seeking and addressing employee feedback, ensuring that well-
being initiatives are personalized and relevant to their needs. Increase transparency and
communication about the benefits and successes of these programs. Regularly evaluate and adapt

initiatives to maintain their effectiveness and engagement.
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Well taking a better approach to really improve the well-being/lively hood of all employees of
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Which leadership styles exist within the department? (Check if apply)
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a. Are the leadership styles you choose best suited for the department? Give reasons

why or why not.

The leadership style practice is due to the nature of the military background of the organisation.
However, a level of democracy can be adopted.

r
Transactional leadership can be effective for my department because it ensures clear guidelines
and performance metrics, which help maintain security and efficiency. It fosters accountability
and can streamline operations through structured processes and rewards for meeting specific
targets. However, it may need to be complemented with transformational elements to address
complex, evolving challenges and encourage long-term innovation.

-

Yes. People, policies and the external environment are evolving and it requires transformational
leadership to identify the specific and general needs of the organization and its assets, and to
arrive at initiatives that can positively impact where necessary.

The leadership style in my Department is more like an autocratic leadership style, Micro manage
and dictates everything
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On a scale of 1to 5, how would you rate the importance of employee well-
being in the workplace?
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How frequently would you say that leadership prioritizes employee well-
being?
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Which of the following well-being initiatives are available to employees?

(Check if apply)?
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Do you think that they are effectively carrying out?|

More or less. There is much room for improvement.
p

I think that they are effectively carried out

r

Yes. This will only be effective for persons who choose to access the services.

o

For the Mental health and the Employee Assistant support program, no one supports them because of the
lack of confidentiality with the service. The physical program is not an ongoing program, it started and
ceased thereafter, its a once in a while program. Professional Development Opportunity program in my
opinion is satisfactory.
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How approachable is leadership when employees have concerns about your
well-being?
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Does the organization/Government service support employee professional
development and career advancement?
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courses are often given by the commission to increase the opportunities for advancement.
20/08/2024 04:02 pm View respondent’s answers  Add tagsw.
Scholarship and bursaries are available for employees. Study leave are also available for employees who chooses to
study abroad

03/08/2024 01:24 pm View respondent’s answers Add tagsw
In-service programmes aimed at capacity building and development in specific areas for organisational development
Financial assistance and scholarship programmes for academic pursuits for personal development

02/08/2024 02:53 pm View respondent’s answers  Add tagsw.
The Government gives oppOrtunity for employee promotion from one Grade/position to another, transfers are available

for officers who wish to experience a different field, (Secretarial or Accounting) or life at another office or
Department/Ministry. The Government often provides and offers scholarship to emplovees in different fields.
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How would you rate the promotion process in terms of fairness and

transparency?
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To what extent does the organization recognize and reward employee
achievements?
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What mechanisms are in place for recognizing employee accomplishments
and contributions?

Answered:5  Skipped: 0

rotaiat
Sepment s000%
okt

arae

e - -

Flocble
Senasuing

Outer lease a0t
e _

0% 0% 0% % 40% 0% 0% 0% 80%  S0% 100%

ANSWER CHOICES ~  Responses -
~ professional Development Opportunites (1) 2000% 1

~ Gifts and Rewards (2) 2000% 1

~ Flexible Scheduling (3 000% o

~ other (please specify) (&) Responses  50.00% 4

‘Total Respondents: 5

BASICSTATISTICS o
vinimum Maximum Median vean Standard Deviation

100 400 400 am 1=





image96.png
What improvements would you suggest to better meet the needs of
employees based on Maslow's theory?
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What sustainability practices have been adopted?
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ANSWER CHOICES.
~ Sustainable Corporate Immigration Policies (1)

~ Succession Planning (2)

~ Continuous training at alllevels of the department (3)

~ Enhancing WorkLife Balance (4)

+ Reducing Workplace Stress (5)

~  Boosting Employee Health (6)

+ sFostering Employee Engagement (7)

~ Promoting Environmental Education and Consciousness (8)
~  Eco-Friendly Passports (9)

~ Digital Product Passports (DPPs) and documentation (10)
~ Waste reduction initiatives (11)
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~ Energy Efficiency Measures (13)
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Do you think that they are effectively carrying out?
-

Given the militant nature of the job it is quite difficult to apply most of these activities.
-
| think that are effectively carried out

yes
r
The process is effectively managed and carried out
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In what ways does the leadership team foster a culture of continuous
improvement about sustainability?

Answered: 4 Skipped: 1

RESPONSES (4) ~ WORDCLOUD  TAGS (0)

Q search Responses @ Filter:bytag v

Showing 4 responses

nfa
20/08/2024 04:02 pm View respondent's answers  Add tagsw
The leadership team fosters a culture of continuous improvement in sustainability by setting clear, ambitious goals and regularly

reviewing progress. They promote open communication and collaboration, encouraging innovative ideas and feedback.
Additionally, they model sustainable practices and invest in training to embed these principles throughout the organization.

03/08/2024 01:24 pm View respondent's answers  Add tagsv

By developing short, medium and longterm goals based on current trends in the Department and forward plans for the next few
years ahead.

02/08/2024 02:53 pm View respondent’s answers  Add tagsw

Itis not done at the Department, however the Public Sector Reform unit provides workshops, courses and other programs to
sustain the functioning of the Government Service.
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well-being culture, and how have they overcome these challenges?
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What measures has the leadership team taken to address obstacles in
implementing sustainability practices?
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Do you think that those measures you indicated are working? If not why not

In some cases the measures employed are working.

[To some extent they will work once the financial and other resources necessary are ayaiable
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What metrics or indicators are currently employed by the department to
assess the influence of leadership on employee well-being?
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a. Are the employees aware of these policies?

b. Are they effectively used? if not how can they be better implemented?

Observations are done over periods of time to evaluate how the leadership style affects
employees. Often though, it is difficult to get a proper assessment done because workers are not
often outspoken as to their challenges and rather demonstrate silently.

-
QAThey are somewhat effective but there are areas for Improvement

QA. Not aware that any of the above is being employed
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What metrics or indicators are currently employed to assess how leadership
affects workplace sustainability practices?
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a. Are the employees aware of these policies?

b. Are they effectively used? if not how can they be better implemented?

r

b. To a certain extent.... because they are more verbal than written policies c. No. Written
policies that are shared among all can assist in this aspect.

-
They are effective

-

Not aware that any of the above is being employed
-

There is nothing that is put in place to assess the leadership effects on employees or the
sustainability of the workplace. Leaders in the Government service avoid anything that
can/may/might affect them negatively.
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What policies or programs are in place to assist with employees' mental

health and well-being? (Check if apply)
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Are the employees aware of these policies?

Are they effectively used? if not how can they be better implemented?

Yes

(b.) The majority of the public service has been sensitized about the EAP. (C). The EAP is
gradually being utilized by employees and their family members since the introduction in 2022.
Considering that counselling, which is the primary service of the EAP, has not been a part of the
public service and general culture, continuous awareness is being done in order to break down the
barriers and stigmas surrounding the programme.

They are effective

Yes c. Effective to the extent that employees access the service

This program is inefficiently used due to the lack of confidence by employees in the facilitators of
the Program
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In what ways has sustainability been promoted through the implementation
of particular policies?

Answered: 4 Skipped: 1
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Are the employees aware of these policies?

. Are they effectively used? if not how can they be better implemented?

yes b. yes

Sustainability has been promoted through policies by encouraging renewable energy
use, implementing regulations to reduce emissions and waste, and supporting
sustainable agriculture and conservation practices. These measures aim to balance
environmental protection with economic growth and social equity.

Yes b. It will be effective once leaders should adopt these principles and policies
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How do you ensure these policies are effectively communicated and adhered

to across the workplace?

Answered: 4 Skipped: 1
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a. Are these communication policies effectively used?

Yes...through the use of verbal convo, directives and memo

r
Most often
r

They are highly effective because the department has a reporting policy
r

Not sure if in use at the Immigration Department

-

These Policies are communicated through the Sections of Supervisors
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In order to improve sustainability and well-being initiatives, how do you

collect and apply employee feedback?
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In your opinion, how do the current leadership practices in the workplace
compare with global best practices in promoting employee well-being?

Answered: 3 Skipped: 2
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Areas for improvement (Can you identify)

o Atmost times it is in between. lack of the resources ( physical and
o Firstly, the leadership style/practice should change to one that is more employee-
oriented.
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Which international employee well-being best practices do you believe would

be advantageous to implement at work?
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ANSWER CHOICES.

Flexible Work Arrangement (1)
Employee Assistance Programs (A7) (2)

Health and Wellness Initiatives (3)

Workplace Mental Health Support (4)
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Similarly, how do the current sustainability practices in the department
compare with global best practices?

Answered: 4 Skipped: 1

Different 25.009% (1)
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Areas for improvement (Can you identify)

o Atmost times it is in between. lack of the resources (physical and

o Firstly, the leadership style/practice should change to one that is more employee-
oriented.

o None at present

o Employees should be involved in decision-making making especially when it will
affect their well-being




image121.png
Which international sustainability best practices do you believe would be

advantageous to implement at work?
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How frequently do employees utilize EAP services?
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. what has been the feedback on their effectiveness in promoting well-being?

They are somewhat effective. The challenge at this point is that much employees haven't
come forward for help, so as to test the full effectiveness of the EAP.

Based on survey feedback, persons who have used the EAP are satisfied and are
recommending it to others. Generally, persons think it's a good initiative implemented in
the public service and felt it should have been done so a long time ago.

Employee utilization of EAP services varies widely, often influenced by factors such as
program awareness and workplace culture. Effectiveness is typically measured by
improvements in employee well-being, reduced absenteeism, and increased productivity.
Regular evaluations and feedback help refine services to better meet employee needs.

Employees have trust issues in assessing the EAP services
Employees do not trust the facilitators, so person rarely subject themselves to attend
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Q32.In what ways does the EAP work with department heads and other relevant

stakeholders to incorporate well-being programs into the culture of the workplace?

o The EAP is/ will be an effective tool to assist the workplace in assisting workers who
need help. This will therefore reduce the challenges on the leadership to sort ways and
means to help workers.

o Training for supervisor concerning their role in the EAP process are conducted on a
regular basis. 2. Awareness and promotion drives, including dissemination of reading
materials and use of social media are constantly done. -3. Education and prevention
sessions are conducted for individual Ministries and departments.

o The EAP collaborates with department heads and stakeholders by conducting needs
assessments to tailor well-being programs to specific workplace challenges. They work
together to integrate wellness initiatives into existing policies and daily operations. EAPs
provide training and resources to managers, equipping them to support employee well-
being. Regular meetings and feedback loops ensure ongoing alignment with
organizational goals. They also help in promoting and communicating the programs to
ensure widespread engagement and integration.

o EAP conducts wellness workshops

o Anincident has to arise before any communication between a Department Head and
EAP, the program is somewhat dormant.
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33. What are the plans or objectives ol the EAP concerning improving the
sustainability and well-being of employees in the workplace?

The EPA will assist workplaces in dealing with many of the issues/ challenges that are
globally faced today and give employees some coping strategies to help mentally and
emotionally in the workplace.

To conduct an audit of the EAP services to determine any gaps and adherence to
international standards and best practices. 2. To be certified with the EAPA and to derive
the benefits which will be applied to the wholistic well-being of all public service
employees and by extension their immediate family members.

The Employee Assistance Program (EAP) aims to enhance sustainability and well-being
by offering comprehensive support services such as counselling and stress management
resources. It implements wellness initiatives like fitness programs and mental health
workshops. EAP’s often develop policies that promote work-life balance and provide
guidance on healthy lifestyle choices. Additionally, they seek to create a supportive
environment by offering resources for professional and personal development. Regular
evaluations ensure that the program meets evolving employee needs and sustainability
goals.

| believe the plan would be for the EAP to provide support in building resilient employees
who can develop coping mechanisms and life skills to navigate the challenges of life

The EAP program means well, it aims to make employees feel comfortable in the
workplace, relieve employees of mental stress and give suggestions on how to deal with
problems of everyday life.
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Age Group Management (N=5) Staff (N=21)
Under 25 (1) 0.00% 0.00%
25-34(2) 0.00% 23.81%
35-44 (3) 20.00% 42.86%
45-54 (4) 80.00% 28.57%
55 and above (5) 0.00% 4.76%
Interpretation:

e Management tends to be older, with the majority (80%) falling within the 45-54 age
group.
o Staff is younger, with a significant number (42.86%) between 35-44 years old and

23.81% aged 25-34.
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Education Level

Management (N=5)

Staff (N=20)

Secondary (1) 0.00% 10.00%

College (2) 0.00% 30.00%

Undergraduate (3) 20.00% 40.00%

Graduate (4) 80.00% 20.00%
Interpretation:

e Management has higher levels of education, with 80% holding graduate degrees.

e Staff primarily holds undergraduate degrees (40%) and college-level education

(30%).
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Years of Service Management (N=5) Staff (N=21)
Less than 1 year (1) 0.00% 0.00%
1-3 years (2) 0.00% 4.76%
4-6 years (3) 0.00% 4.76%
7-10 years (4) 20.00% 4.76%
More than 10 years (5) 80.00% 85.71%
Interpretation:

e Management and staff are highly experienced, with the majority in both groups
having more than 10 years of service (80% in management, 85.71% in staff). A small
percentage of staff with fewer than 10 years of service, suggests some recent hires or

newer staff members.
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Age Minimum 4.00 2.00
Maximum 5.00 5.00
Median 5.00 3.00
Mean 4.80 314
Standard Deviation  0.40 0.83
Gender Minimum 1.00 1.00
Maximum 2.00 3.00
Median 2.00 2.00
Mean 1.60 1.65
Standard Deviation  0.49 057
Education Level Minimum 3.00 1.00
Maximum 4.00 4.00
Median 4.00 3.00
Mean 3.80 270
Standard Deviation  0.40 0.90
Years of Service  Minimum 4.00 2.00
Maximum 5.00 5.00
Median 5.00 5.00
Mean 4.80 471
Standard Deviation  0.40 0.76
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Variable Median Mode Standard
Deviation

Leadership Effectiveness
(Staff)

Employee Well-being 240  2.00 1 0.91 1 4
Satisfaction

Sustainability Perception 2.50  2.00 2 0.76 1 4
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Job Leadership Well-being Initiatives Count
Title/Role Effectiveness Satisfaction (Hypothetical)
CPO Extremely Effective | Very Satisfied 2
CPO Very Effective Satisfied 4
CPO Somewhat Effective | Somewhat Satisfied 1
™ Extremely Effective | Satisfied 3
™ Very Effective Very Satisfied 2
™ Somewhat Effective | Neither satisfied nor 2
dissatisfied
EAP Extremely Effective | Very Satisfied 3
EAP Very Effective Satisfied 3
EAP Somewhat Effective | Somewhat Satisfied 1
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Response Staff: Q25 Management: Q19 (Barriers)
Very Poor 11.11% (2) Resistance to change: 75% (3)

Poor 61.11% (11) Lack of resources: 100% (4)
Average 22.22% (4) Employce engagement: 25% (1)
Good 0.00% (0) Regulatory barriers: 75% (3)

Very Good 5.56% (1) Insufficient training: 25% (1)
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Variables Correlation Coefficient (r)

Staff Job Satisfaction (Q29)

Management Leadership on Sustainability (Q22) 045
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Standard
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Q25: Balance between Sustainability and Well- 228 200 087
being

Q26: Strategic Goals Incorporating Well-being 255 250 074
Q27: Overall Satisfaction with Leadership 210 200 075

Q29: Current Job Satisfaction 290  3.00 0.77
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Q19: Barriers to Balancing Well-being

Q20: Measures to Overcome Sustainability
Obstacles
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Satisfaction with Leadership (Q27vs. Q22)  2.10 233 0.23
Satisfaction with Job (Q29 vs. Q20) 290 213 +0.77
Leadership Barriers to Well-being (Q25vs.  2.28 393 -1.65

Q19)
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Data Point Percentage

Employees reporting unsustainable workloads 62%
Leadership believes they address employee well-being sufficiently 75%
Employees feel they lack control over their workload 65%
Employees who believe leadership lacks empathy 68%
Employees feeling disconnected from sustainability goals 70%
Employees who feel their basic well-being needs are not met 55%
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Figure 6: Q6

Which leadership styles exist within the department? (Check if apply)
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How would you rate the leadership effectiveness in your department?
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To what extent do you agree with the statement, "The leadership in my
department prioritizes employee well-being"?
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Does the department provide adequate resources and support for mental

health?
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Which of the following well-being initiatives are available to you? (Check all

that apply)
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What level of satisfaction do you have with the department's present well-
being initiatives?
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On a scale of 1to 5, how would you rate the importance of employee well-
being in your organization?
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To what extent do you agree with the statement, "l feel supported by my
leadership team when dealing with work-related stress"?
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Do you feel supported by your leadership in maintaining a healthy work-life

balance?
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How often do you feel motivated and engaged at work?
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Have you been promoted within the organization during your tenure?
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How would you rate the department's promotion process in terms of fairness
and transparency?
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How approachable is your leadership when you have concerns about your
well-being?
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How frequently do you experience stress at work?
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How frequently do you take breaks throughout the workday?
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On a scale of 1to 5, how would you rate the importance of sustainability in
your organization?
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How frequently does your leadership incorporate sustainability into strategic
planning?
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Which of the following sustainable practices are implemented in the
workplace? (Check all that apply)
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