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Abstract 
Ineffective leadership has affected the business process of the UK retail sector. ASDA, due to toxic culture and improper leadership, has faced business threats, and the business performance and revenue have declined. The company has to focus on the leadership's qualitative development for the engagement enhancement with the employees. Good leadership means positive and clear communication at the workplace. The employees feel supported and their hard work gets recognised and it makes them feel valued. This tends to influence the workers to do their work more effectively and achieve the organisational objectives. Secondary research has been followed in this study, and a thematic analysis process is used to evaluate the topic information. This research focused on qualitative and quantitative methods to get in-depth outcomes about the research. Leadership is useful in the business as employees are motivated through the leaders and their performance is improved in the workplace. Issues such as lack of flexibility in the workplace environment has created a major threat for ASDA and the business performance has been affected in the market. Employee engagement strategies such as rewards & recognition, medical, financial benefits are offered to the employees to keep them highly satisfied about their work. 
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[bookmark: _Toc217048846]Chapter 1: Introduction 
[bookmark: _Toc217048847]1.1 Introduction 
This chapter aimed to analyse the ineffective leadership's impact on the engagement of the employees. This chapter will discuss the background of this research and its aim, and the objectives will be evaluated in this section. Research importance is going to be focused on with a brief discussion of the methodology used.  
[bookmark: _Toc217048848]1.2 Background and context 
Leadership is an important factor that helps in the management of the workplace activities and the employees. Ineffective leadership in the workplace has completely affected the motivation of the employees, and their performance has been affected through a process. Ineffective leadership resulted in dissatisfied employees and increased turnover issues in the retail sector. 85% of the retail workers in the UK have not felt valued by their leaders, and 6.5 million UK employees have been underappreciated by their bosses, which enhances their turnover intentions (Cloran, 2024). 43% of the employees have stated that the disrespectful nature of the boss has been a serious issue, and 34% agreed that the negative attitude of leaders is creating threats. The lazy and self-thinking nature of the leaders is also enhanced as a crucial threat, and that affects the overall leadership process in companies (Armstrong and Richter, 2025). 
[image: ]
[bookmark: _heading=h.eurniyw43wtr]Figure 1.1: Bad leadership traits 
(Source: Armstrong and Richter, 2025)
ASDA was founded in 1980, and it operated in the British Retail Supermarket chain and offered the best possible value to the shoppers. Online and offline stores are presented by the company. The company has almost 12,500 employees around the world, and effective service to the consumers has been focused on by ASDA. The company has almost 16 million customers who shopped from the store every week, and it has almost 470 express stores (ASDA, 2025a). Leadership issues affected the employees' interaction, and the business faced difficulties. ASDA has faced business issues due to ineffective leadership, and consumer engagement has been reduced. Leadership issues have affected the engagement that resulting in a decline in the business revenue of the company. Total revenue of the company has been £21.7bn, and the sales like-for-like have been lowered to 3.4% (ASDA, 2025b). 
[bookmark: _Toc217048849]1.3 Problem and Rationale 
ASDA has faced the issue of low morale and engagement of the employees, and which has affected the overall business performance of the company. Toxic culture in the workplace has also become a serious threat that affects the performance of employees. Employees have not been engaged properly, and the company faced a strike from the GMB Union due to the toxic workplace culture. Concepts of the health and safety of the employees have been presented in the companies, and the wage-related issues have also created major threats for the company (Lancaster, 2024). This has become a serious issue as employee motivation declines and turnover intention increases, which affects the overall business reputation. In the current time, toxic leaders in the business have affected the overall business performance of ASDA in the retail market. This research has shed light on the impact of ineffective leadership on employee engagement and the overall business process of ASDA. Lack of experienced leaders of ASDA has become the reason for its struggle, and it lost its share for over 1o years. It has become a serious issue in the workplace, and business revenue has declined (Futter, 2024). 
[bookmark: _Toc217048850]1.4 Aim and Objectives
Aim
The main aim of this study is to analyse how poor leadership affected the engagement of employees at ASDA in the UK retail sector.
Objectives 
· “To analyse the role of leadership in employee engagement.”
· “To analyse how bad leadership leads to employee engagement at ASDA.”
· “To diagnose strategies to improve leadership practice to improve employee engagement at ASDA.”
[bookmark: _Toc217048851]1.5 Research Questions 
· “Why is the leadership role affecting the building of employee engagement?”
· “How does ASDA’s poor leadership lessen employees’ engagement and business growth?”
· “Why do strategies need to develop leadership to strengthen employee engagement?”
[bookmark: _Toc217048852]1.6 Research Importance
This research is important in the retail market field as it shows the consequences of bad leadership. Engagement of the employees has declined through poor leadership and wage issues, and the culture-related threats have been presented in ASDA’s business. Gender pay gaps also exist in the company, which created a serious threat and affected the business reputation of the company. This research is important as the retail companies are able to understand the consequences, and organisational culture could be developed through this. Poor leadership affected the overall culture of ASDA, and the productivity of the company has decreased (Rani, 2025).
[bookmark: _Toc217048853]1.7 Brief methodology
This research has followed the use of mixed methods and selected both qualitative and quantitative research processes. Numeric and nonnumeric information about the issues of leadership and its consequences in ASDA has been provided. This research has used secondary sources, and data has been collected from books, articles and topic-related reports. ASDA case study and retail industry reports have been used to collect statistical information about its leadership issues and its impact on the business. This research has followed the thematic analysis process to evaluate the findings, and due to reliability, secondary sources are used (Taherdoost, 2021).
[bookmark: _Toc217048854]1.8 Dissertation structure 
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[bookmark: _heading=h.k42z4h638ok1]Figure 1.2: Structure 
(Source: Self-created)
In Chapter one, there is an introduction and a dissertation focus, and in Chapter 2 current knowledge state and the conceptual background are focused on with a review of literature. Chapter 3 explained the methodology for collecting data, and Chapter 4, the results,  focused on the explanation of the topic-related results. Chapter 5 is the discussion, and it focuses on a discussion about the outcomes from the results. Chapter 6 is the Conclusion, and it provides a summary of the outcomes and key recommendations of the topic. 
[bookmark: _Toc217048855]1.9 Summary
It has been summarised that ASDA employees faced leadership issues, and their performance has been affected through it. Toxic work culture and the lack of effective employee benefits are creating threats to the business process of ASDA. Ineffective leaders are not able to create better engagement with the employees, and that affects the business process. 


[bookmark: _Toc217048856]Chapter 2: Literature Review 
[bookmark: _Toc217048857]2.1 Introduction
The literature review chapter usually extracts the secondary information from different sources and critically analyses the topic-based information from there.  Moreover, the different strategies associated with improving leadership for employee engagement have been discussed. Moreover, theories are added to ensure that both variables are interlinked and effectively discussed, and a literature gap is also added. 
[bookmark: _Toc217048858]2.2 Concepts 
[bookmark: _Toc217048859]2.2.1 Concept of Leadership 
According to the statement of Riggio and Newstead (2023), leadership refers to the ability to influence other individuals in following rules and norms through which the organisational values are achieved. Good leaders are decision-makers, and they can take actions appropriately, resulting in better management of organisational activities. As contradicted by Samimi et al. (2022), the dynamic attitude towards the work also improves through effective leadership and overall focus towards the activities maximises. Strategic leadership is useful for attracting the attention of the employees and keeping them engaged at work, and an overall focus towards the work improves. 
[bookmark: _Toc217048860]2.2.2 Concept of Employee Engagement 
In the opinion of Stein et al. (2021), employee engagement refers to a workplace approach through which the right conditions are offered to the workers to improve their performance and organisational success. As opposed to Kuzior et al. (2022), employee engagement is influenced by effective leadership, where the psychological well-being of the workers is maintained. When the leaders make them feel more secure and positive, the employees can complete their tasks and overall focus towards the duties is enhanced. The employees feel highly inspired when their voices are heard, and then their commitment and loyalty to the work also increase. Moreover, employee performance also enhances, leading to better outcomes. 
[bookmark: _Toc217048861]2.3 Theoretical Analysis 
[bookmark: _Toc217048862]2.3.1 Kahn's Theory of Employee Engagement
According to Kahn’s theory of employee engagement, the psychological conditions of the employees determine their work engagement levels. This means the employees must be offered psychological safety and well-being to ensure that they tend to make decisions more safely and focus on their work, also increasing productivity. The employees can manage their work more vividly, and their overall focus towards the work also enhances. The physical and mental energy among the employees can help in doing their work implicitly, and overall, work is done stress-free (Arshad and Nai Ming, 2024). 
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[bookmark: _heading=h.p2p11tjglf0u]Figure 2.1: Kahn's Theory of Employee Engagement
(Source: Arshad and Nai Ming, 2024)
However, the applications of this specific theory seem to be difficult because the individualistic psychological components vary from one person to another. Leaders cannot consider all the psychological aspects of all the employees, as the overall delivery of the project is delayed. In addition to that, the workers feel poor when their demands are not prioritised, and they cannot feel motivated enough to make decisions, and overall focus towards the work also reduces. The work performance cannot be achieved through employee engagement, and their commitment also reduces (Albrecht et al. 2023). 
[bookmark: _Toc217048863]2.3.2 The Great Man Theory 
The Great Man theory highlights that some individuals are born to lead. These people possess all the major characteristics of a leader, such as communication, strong vision, decision-making and empathy towards others. The potential urge to lead others makes the workers feel highly involved, and their focus on doing critical things is achieved successfully (Peters, 2023). 
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[bookmark: _heading=h.4dab8rgv8xvs]Figure 2.2: The Great Man Theory
(Source: Peters, 2023)
On the other hand, the Great Man theory is ineffective under certain circumstances because people might need to behave in a certain way under certain situations. The judgment towards the workers can create serious issues in understanding the intentions of the leaders, and they cannot help the employees to maximise their potential, and business objectives cannot be achieved. The major focus remains on exclusivity, which means the individual needs of the leaders are prioritised, leading to slow delivery of the projects and the employees also fail to feel influenced in undertaking their decisions more implicitly (Benmira and Agboola, 2021). 
[bookmark: _Toc217048864]2.3.3 Transformational Leadership Theory 
Transformational leadership theory refers to the individuals making the right decisions based on the changing situations and undertaking actions based on that. The workers are influenced to think big, possess a clear vision and a strong thought process through which team collaboration and employee motivation also increase. The team’s morale and confidence are also enhanced through a transformational leadership theory, and dynamic situations are created from them. This helps in creating a common goal, and the team members also feel guided (Eaton et al. 2024). 
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[bookmark: _heading=h.hpf53whncb1l]Figure 2.3: Transformational Leadership Theory
(Source: Eaton et al. 2024)
On another hand, transformational leadership theory is complicated because constant changes are difficult to analyse within a given context. The constant progression of the employees cannot be measured successfully, which makes the employees feel anxious, and their focus towards the work also reduces. In addition to that, the constant changes can be challenging for many employees, and they cannot make proper decisions based on that, leading to poor commitment towards the work. Demotivated and unhappy employees cannot take their actions regularly, and commitment at work decreases (Martinez and Leija, 2025). 
[bookmark: _Toc217048865]2.4 Objective-based themes 
[bookmark: _Toc217048866]2.4.1 The role of leadership in employee engagement
Fostering communication: As cited by Eva et al. (2024), leaders are successful in fostering clear communication at the workplace. This helps the employees to possess clarity, and their execution of the duties is attributed to ensuring that the overall focus towards the work increases. Clear and prompt discussions are effective among the leaders because the workers can have enough ideas about how to undertake their duties, and performance towards the work can be maximised eventually. In the words of Zink and DesRoches (2023), direct communication among the leaders results in staying connected about the work and abstract goals are followed. Good leaders are active listeners through whom the employees feel seen and heard, leading to a positive workplace and an overall focus towards work increases. In the words of Lee (2022), positive communication is important for leaders because interactions with the workers become possible, and their commitment to the work increases. Employees feel happy and satisfied when their needs are prioritised, and overall performance also strengthens, leading to the creation of higher business value. 
Promoting a learning culture: Another statement added by Hillberg Jarl (2024), leaders are successful in creating a learning culture and establishing a safe space for the employees. As the employees remain timely trained, they are equipped with the necessary skills, and they become more confident about their responsibilities. In the opinion of Wallo et al. (2022), leaders can create a learning culture by allowing team members to interact with themselves and participate in different team-building activities. Samimi et al. (2022) cited that leaders usually create a learning culture to keep the employees engaged to advance their training practices, and continuous learning helps in doing the work with more seriousness and achieving the organisational goals become better. As the employees can learn new skills, their confidence increases and difficult tasks can be managed by them with more sincerity.                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                  
Encouraging work-life balance: According to the opinion of Rizki (2021), leaders can engage the employees by encouraging work-life balance. Flexible working arrangements are established to ensure that employees can balance their personal and professional lives. In the opinion of Hayati (2022), leaders allow employees to manage their work independently within given deadlines. This makes the employees feel highly independent, and they can undertake their duties more prominently, and they feel highly engaged as the leaders do not micromanage them. The leaders are now more adaptive and understanding, leading them to manage the workers more confidently and focus on their activities also increases. The statement of Endayani and Putri (2024), declares that leaders must have strong work policies through which the employees feel safe and heard, as their physical and mental well-being are prioritised. This is observed through the workers getting to work at their own pace and acquiring constant support from the leaders. 
[bookmark: _Toc217048867]2.4.2 Impact of bad leadership leads to employee engagement
Poor Employee Engagement & Morale: The view of Brown-Crawford (2022), highlights that ineffective leadership lowers employee morale. The employees feel demotivated, and their engagement towards the work also diminishes. Employee morale and engagement are important for good performance and create a strong, positive culture at the workplace. When there is no support from the employees, they feel demotivated and uninspired to take their actions seriously. This creates a negative atmosphere for the workplace, and the overall focus towards the work also reduces. According to the opinion of Mabindisa and Legoabe (2021), bad leaders cannot provide enough support to their colleagues and hence, decision-making slows down. Financial distress is another way of engaging the employees, and the overall focus on work declines. According to the opinion of Patmawati et al. (2024), poor leadership refers to higher distress, lack of trust and engagement towards the employees, resulting in a lack of creativity and innovation, resulting in excessive pressure at work and demotivation at work also reduces. 
Decreased Productivity: As contradicted by Faeq and Ismael (2022), bad leadership involves a lack of productivity among the workers, and overall focus towards the work decreases. Demotivation among the employees makes them highly frustrated, disgusted, and their commitment to the work diminishes. Moreover, bad leadership leads to tension, stress and irritation at work, and they cannot undertake their duties properly. This reduces their productivity levels, and their workplace behaviour also changes. In the words Mostafa et al. (2021), a lack of productivity results in missing deadlines and the right input cannot be acquired through such low energy levels; performance and business value cannot be created. According to the opinion of Nurlina (2022), productivity levels among the workers decrease when the employees do not get clear instructions about their duties, and they tend to take different actions, resulting in poor collaboration through which focuses on executing the work executes eventually. Risks at the workplace cannot be established due to a lower amount of productivity, and the entire focus at work is reduced. 
Work-Culture Decline: However, Riggio and Newstead (2023), stated that bad leadership creates a negative work culture, which means the respect towards the workers decreases. This poor leadership makes the work culture toxic, and the employees feel very frustrated, and following the work regulations also decreases. In the opinion of Stein et al. (2021), poor leadership fosters a lack of communication, clarity and approach among the workers. These make the people undertake wrong steps while completing their jobs, and teamwork cannot be executed successfully. The employees fail to manage the differences, and they fail to provide respect to each other. This creates chaos, and the loyalty towards the work also diminishes. As opined by Wolor et al. (2022), bad leadership creates differences, biases and unequal distribution of the resources. The employees fail to access rights and equal opportunities at the workplace, and they feel disrespected and not valued. Absenteeism increases, and employees' attrition rate also increases in the long run. 
[bookmark: _Toc217048868]2.4.3 Strategies to improve leadership practice to enhance employee engagement
Practising Clear Communication: According to the opinion of Erbay et al. (2021), leaders must practice clear communication. Clear communication helps the leaders to gain clarity and confidence to influence the workers in good work, and overall performance improves. Good communication can help employees become aware of their duties. This makes the workers undertake their duties more appropriately, and errors across the tasks also reduce. In the opinion of Heinonen (2023), open communication allows leaders to promote well-being at work and influence employees to work transparently. In the opinion of Saputra (2021), clear communication helps the leaders to share the business vision and goals more effectively. This makes the employees feel good, and they can undertake their responsibilities with more sincerity and focus. This leads to reduced confusion, and actions can be taken faster and better, leading to better performance and overall focus at work. 
Recognition of Employee Contribution: Ewool et al. (2021), contradicted that leaders must initiate recognition of employee contribution at the workplace. This means the employees feel happy, satisfied and valued at the workplace when their contribution is addressed. The workers also feel good, and they tend to take independent actions through which new ideas are cultivated, and decision-making becomes smoother. In the opinion of Sypniewska et al. (2023), the employees must be given bonuses and benefits in terms of rewards for doing their work. The little appreciation makes the workers feel highly valued and confident in taking their responsibilities more seriously, resulting in effective outcomes. As stated by Erbay et al. (2024), financial benefits and bonuses can help employees to stay highly motivated in their work. The financial value helps the employees to stay happy, and their commitment towards the work also increases. 
Promoting Diversity & Inclusion: According to the opinion of Stein et al. (2021), leaders must have a strong diversity & inclusion policy. This makes the employees involved with all the people from different backgrounds make the right decisions, and reliability at work is also maximised. When all the employees are given equal opportunities, they can make major decisions together, and team conflicts are handled properly. From the point of view of Zink and DesRoches (2023), leaders must have a strong diversity policy through which they can make effective decisions, and creativity, uniqueness at the workplace can be maximised. This makes the employees feel highly influenced and focus on the work, also strengthening. This reduces the perception gap among the workers, and their performance at work also improves. As per the words of Hayati (2022), a diverse & inclusive work culture helps workers to feel more valued, and they feel motivated to access equal opportunities. This makes the employees feel energised to undertake their actions more seriously and can make better decisions implicitly. 
[bookmark: _Toc217048869]2.5 Research gap 
This research possesses a gap in its study because only leadership and employee engagement are discussed across the retail industry. The discussion is only based on the impacts of ineffective leadership and poor employee engagement, leading to a lack of comparative literature. Other industries are not analysed here due to a lack of time and budget. Therefore, the effectiveness of the study remains considerably low. 
[bookmark: _Toc217048870]2.6 Conceptual Framework 
[image: ]
[bookmark: _heading=h.q7sellelevsq]Figure 2.3: Conceptual Map 
(Source: Self-Created)
[bookmark: _Toc217048871]2.7 Summary 
To summarise, employee engagement is influenced by leadership. Good leadership leads to better communication, and clarity is provided to the employees, and decision-making becomes better. A positive workplace is created to ensure that employees feel influenced to make the right decisions, but poor leadership leads to demotivated and dissatisfied workers and poor productivity. 



[bookmark: _Toc217048872]Chapter 3: Methodology 
[bookmark: _Toc217048873]3.1 Introduction 
This chapter aims to provide an explanation giving about the key methods that have been used in the research completion process. Data about ASDA’s leadership issues has followed, and the process of employee engagement has also been focused on. Saunders’ framework has been followed to design the methodology, and the analysis of philosophy, approach and data collection method has focused on this chapter. 
[bookmark: _Toc217048874]3.2 Research onion
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[bookmark: _heading=h.g1oxaro7inhh]Figure 3.1: Saunders’ onion
(Source: Saunders et al. 2019
Saunder’s research onion has been followed in this research process to get information about leadership issues of ASDA. Decisions needed for the development of the research process have become easier through this method application. High-level to practical research completion is becoming easier through the Saunders’ framework. Six types of layers are presented in this framework, which are followed by researchers to collect data with less difficulty. Overall research design determination about leadership issue-based research of ASDA has been completed easily through using Saunders. Six key layers helped in the knowledge improvement about the philosophy approach and the time of the research (Saunders et al. 2019). 
[bookmark: _Toc217048875]3.2.1 Research Philosophy 
Positivist philosophy has been used, and this empirical philosophy gives a description of the leadership issues and the employee engagement process. Theoretical perspective and data-driven insights have been analysed easily through the use of positivism. Visualised structure has become useful, and hypothetical ideas are easily analysed through this process (Park et al. 2020). Objective information has been collected through observation from the data sources, and problems have been solved with knowledge. Curriculum about the study has been developed through the application of positivist philosophy (Maretha, 2023). Realist thinking has been associated with this philosophy, and it complete study about leadership issues in ASDA.  Interpretivism is the alternative that collects subjective data about the topic. The complexity of the research problem has been evaluated through interpretivism, but due to subjective information, it has been avoided (Junjie and Yingxin, 2022). 
[bookmark: _Toc217048876]3.2.2 Research Approach 
A deductive approach has been followed in this research, and it focused on the engagement of workers and leadership-based existing theories to collect information. A hypothesis about leadership issues on employee engagement has been started through the deductive approach. The deductive approach started with a generalisation that helped beginner researchers to understand concepts (Hall et al. 2023). This approach focused on the existing theory analysis, so the perspective on both variables is easily understood by researchers. A deductive approach has been taken as it is associated with the scientific investigation, and the statistical information is evaluated scientifically through this study (Kumar and Ujire, 2024). Inductive is another effective approach that is used in the research, and it helped in the flexible collection of topic data. Small-scale information and a new and broad range of information collection are possible through an inductive approach, while due to the complexity of the new theory, it has been avoided (Vears and Gillam, 2022). 
[bookmark: _Toc217048877]3.2.3 Research Strategy
A case study strategy has been applied as it helped the beginner researchers to understand and collect information about the topic. Case study design helped in narrowing down the research area, and rescuers have gained in-depth knowledge due to the analysis of a case study. Systematic research has been completed by beginner research through a focus on case study (Hancock et al. 2021). ASDA’s case study has been followed in this research to understand the leadership issues. A case study of ASDA also gives statistics about employee engagement reduction through ineffective leadership. Qualitative information about the research topic has been understood easily through a case study (Priya, 2021). A survey is an alternative research strategy that helps in collecting quantitative information. This method has been avoided due to the permission taken from the population. Data has been classified and augmented through the survey process, and a broad population-based information collection has become possible through the survey (Alomar et al. 2023). 
[bookmark: _Toc217048878]3.2.4 Research Choice 
Mixed methods have been followed in this research, as qualitative and quantitative methods have both been utilised for the data collection. Employee engagement and leadership issues based on numeric and non-statistical data have been collected, which helped in understanding the research process. The mixed method helped in the understanding of concepts in detail, and there has not been any gap in the research process (Kasirye, 2024). The Mono method is a useful alternative that helps researchers in the collection of topic-based information in less time. Either a qualitative or quantitative method has been followed through this choice, and it has decreased the research difficulties. One type of data has been utilised in detail through the mono method, and it helped in getting topic-based outcomes in detail. This method has not been able to give comprehensive results due to gaps in data collection, so it has been avoided (Taherdoost, 2021). 
[bookmark: _Toc217048879]3.2.5 Time horizon
Single-time data has been collected through a cross-sectional design, which helped in the research conduction in low time. A cross-sectional design is helpful for researchers to complete the research in time, and only once the research has been completed. This method has also been applied to the research due to completing the study on a limited budget (Elhorst et al. 2021). Longitudinal study is an effective alternative that is used by researchers in the completion of research in medical research. This horizon is associated with repetitive data collection and which helped in the development of knowledge about a particular topic. On the other hand, the longitudinal process is time-consuming as multiple data collections have occurred, so it has been avoided (Gazmararian, 2025).
[bookmark: _Toc217048880]3.2.6 Data Collection Method and Instruments
There is a use of the case study analysis of ASDA and the UK retail industry, and data have also been collected for the analysis of customer engagement data. Secondary data sources are reliable, and the data have been collected by sources previously collected by authors (Taherdoost, 2021). Google Scholar-based information has been included, and there is also an inclusion of the statistics and numerical information from the industry reports of ASDA. Exclusion of data before 2019 has been followed, and there has not been any information from the medical research that has been used. Secondary qualitative and quantitative information helped in the outcomes given about leadership issues, and ASDA’s poor leadership has been discussed through this study process (Cheong et al. 2023). Primary sources are alternative methods for obtaining information about topic-based data, and they provide an overview of a population. Due to permission difficulties, this research method has not been used, while it gives real-life experience of the consumers (Walliman, 2021). 
[bookmark: _Toc217048881]3.3 Data Analysis 
Data analysis gives researchers the details about the research topic, and in this study, employee engagement issues due to ineffective leadership have been evaluated. Inspection and analysis of data helped in the discovery of new topic-based information (Taherdoost, 2021). Thematic analysis has been followed in this research to evaluate the collected data, and the generation of objective-based themes has followed. In-depth understanding of the employee engagement issues due to improper leadership has been analysed through the TA process. TA helped in the problem identification in the topic, and beginner researchers are able to easily collect and analyse the study information (Braun and Clarke, 2023). Graph analysis is a suitable alternative that helps in the statistical analysis of the study topic. Graphs are mainly needed for the survey analysis, and there has not been any survey, so it has been ignored (Divecha et al. 2023). 
[bookmark: _Toc217048882]3.4 Ethical Considerations 
Ethics have been maintained in this study to develop the research quality, and fairness is easily maintained through this research process. Researchers have maintained the privacy and confidentiality of the secondary sources. Scholars have given credit for taking their articles, it helped in the fairness and ethics of research. “Data Protection Act 2018” has applied, and it helped in the individual data protection and prevented the confidentiality of data (Data Protection Act, 2018). 
[bookmark: _Toc217048883]3.5 Summary
It has been summarised that secondary data collection helped in the evaluation of the leadership issues impact in ASDA. Thematic analysis has been followed to analyse the collected information, and qualitative and quantitative methods are used it develop the study quality. This research has maintained the confidentiality of the resources, and the research data has not been disclosed for economic purposes. 


[bookmark: _Toc217048884]Chapter 4: Results and Discussion 
[bookmark: _Toc217048885]4.1 Introduction
Results are going to follow in chapter 4, and it focused on the analysis of the entire chapter. Topic-based data is going to be analysed in this section, and it gives a description of the discussion based on the research. This section will focus on the company and industry analysis, and leadership impact will be evaluated. Leadership impact on the employee engagement of ASDA will be addressed, and this research will also focus on the ineffective leadership process. Ineffective leaders are not able to manage the business process, and employees have become dissatisfied with the organisational environment. This study will generate different themes based on the topic and challenges and strategies of leadership going to be analysed in this section. This study also focused on discussing all the collected data and generating the topic-based outcomes. Leadership helped in the business performance development through managing the employees of organisation.  
[bookmark: _Toc217048886]4.2 Thematic analysis 
[bookmark: _Toc217048887]Theme 1: Leadership played an effective role in the management of the employees in ASDA. 
Leadership is a vital part of the business process, and companies are able to improve their business performance through proper leadership. ASDA, through effective leaders are able to manage the employees properly, and it has helped in the overall business success. Employee management is built through effective leaders, and experienced and good leaders are in demand by companies. Leaders have given social influence in the company, and followers are motivated in the business. Planning and organising are followed by leaders, and collective goals are easily in the business. 44% leaders in the UK are dynamic and visionary, and a clear future strategy is provided by leaders, and they motivate other people (Liden et al. 2025). In the retail industry of the UK, team management is completed with effective leadership and team actions are followed. A better environment is created in the business, and that helps in the success enhancement of the companies. Hierarchical and formal structures are presented that impact the business leadership and business performance have been enhanced. Guidance to the employees was increased through this process, and it helped in the success enhancement of the companies in the UK retail (van der Berg et al. 2021). 
Effective leaders are engaged with employees' productivity, and that helps in the success enhancement of the companies. 48% of employees have wanted their leaders to stay emotionally connected with the workplace. ASDA leaders are expected to interact with employees and create a better workplace environment in which employees receive proper respect. Leaders of ASDA engaged employees with the goals of the company, and that helped in the success of the business. Sense of purpose and motivation are followed by the leaders, and employee rewards and incentives are followed in the business. Staff efforts are followed by appreciation and encouragement from ASDA leaders who helped in the employee engagement. A collaborative team environment is also created by effective leaders, and it helps in the successful development of the company. Clear communication and achievement recognition are also key initiatives of ASDA leaders to engage with employees (ASDA, 2025c). 
ASDA leaders have adopted a just-right approach, and effective engagement is followed through this process. 40% employees wanted their leaders to become more engaged, and 39% employees wanted their leaders to become risk-taker in business. Leaders focused on the direction and goals given to the employees, and feedback about their performance has also been given by leaders as almost 4.8 to 5+ rating has been gotten in this segment. Effective leaders motivated employees and took their feedback in the business, and that helped in encouraging the employees more in business (Herring, 2020). 
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[bookmark: _heading=h.oflt3qwlwd3z]Figure 4.1: Leader's role for engagement 
(Source: Herring, 2020)
On the other hand, ineffective leaders in UK retail affected the engagement process, and employees have become demotivated in the workplace. Ineffective leaders, rather than focusing on the employees, focused on their own goals, which affected the overall business performance of the companies. Toxic leadership affects the workplace environment, and leader-employee conflicts are shown in the business. Satisfaction and motivation have decreased through this process, and work motivation has completely decreased. Organisational and employee performance have been affected due to ineffective leaders, and the leader's damaging behaviour has dissatisfied employees in the business. It resulted in high staff turnover, and the business process was affected (Wolor et al. 2022). Hybrid and flexible working has not been promoted by ASDA leaders, and it has created major threats for the company. According to ASDA leaders, working from home has not been sustainable in the business, and 475 jobs have been cut in this business. 2.2% revenue decline has been the result of this, as employees have not wanted to work in an inflexible way. Lack of flexibility by the leaders is a serious threat to the business process, and employee engagement is affected (Scheer, 2024). 
[bookmark: _Toc217048888]Theme 2: Employee engagement has helped ASDA in creating a positive work environment & higher productivity. 
ASDA UK is creating a positive work environment by focusing on employee engagement. The managers are regularly monitoring the atmosphere to ensure that the concerns of the employees are addressed, and overall development can be achieved. Serious matters are properly addressed by the managers to ensure that overall productivity can be maximised. Employees are regularly communicated with so that they can share their thoughts and feelings, through which open discussion can be successfully conducted. Association with real-time information keeps the employees happy and satisfied, leading to higher productivity and all the important tasks are executed simultaneously (Hill, 2025). 
More than 50% of the employees at ASDA feel that they are highly respected and valued when their concerns, thoughts and feelings are registered by the managers. Moreover, they tend to focus on doing their work more conveniently, and overall focus towards the work can be maximised. This highlights that team collaboration accelerates, and overall, a positive team culture is built for the execution of duties more successfully. Moreover, the mental health and well-being are also prioritised for the employees in ASDA to ensure that they stay focused on executing changes more profoundly and a strong, motivating culture is established (Bouttell, 2025). ASDA is following a democratic leadership style through which all the needs of the employees are addressed, and a positive atmosphere is eventually created. The duties are delegated, and decentralised decisions are offered at the workplace where 45% employees can execute their tasks more effectively, and an overall positive culture is established in the long run. Employees are motivated by the rewards and recognition offered to them so that they feel respected, and a good workplace environment is achieved. People generate a strong vision for the employees so that their focus towards the work can be successful. This has increased the operational efficiency, and a strong culture has been established for the employees (Hill, 2025). 
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[bookmark: _heading=h.vt800lklmpep]Figure 4.2: Workplace Culture in ASDA 
(Source: Barnes, 2025)
ASDA operates across a flexible schedule where all the employees are given the standards to complete their tasks at their own pace and ensure that they can complete their tasks with more confidence and satisfaction has increased. Essential guidance and support are offered to the employees to create a positive work culture, and employees remain highly engaged to undertake their work and overall business value within ASDA has increased. Around 30% of the employees have reported that they have good bonding with their team members, and most of them are highly supportive. This implies the colleagues are team-oriented and collaboration also remains effective so that important activities are undertaken, and overall outcomes are gathered (UK. Indeed, 2025). Reports have highlighted that the success of ASDA lies in its ability to become a “people-centric” company, which highlights that business functions are strengthened and their well-being is prioritised. 50% of the employees highlight that the leaders are successful in creating an emotional bond with all the staff, and their well-being is highly regarded. The staff have felt confident, and their focus towards the work has maximised, and productivity at the work is maximised. Therefore, undertaking technological and digital transformation has been effective in employee engagement because the workers feel satisfied and involved in undertaking new ideas and overall business value is maximised (Barnes, 2025). As the employees have embraced new technologies and amenities across ASDA, their commitment in meeting the demands of the customers has increased. In addition to that, high-quality items are offered to the customers as the staff feel happy and confident in addressing their needs simultaneously. This is how a positive, open and involved working culture is established in ASDA, and their commitment to addressing the tasks has evolved eventually (Bouttell, 2025). 
[bookmark: _Toc217048889]Theme 3: Employee retention is an ongoing challenge in ASDA due to a lack of leadership support. 
80% of leaders within ASDA face the serious challenge of a higher rate of employee attrition. It is observed that the employees are not ready to attend work because they fail to receive on time support from the leaders. Therefore, employees cannot perform their tasks confidently without enough instruction and overall execution towards the work cannot be achieved. The management turnover crisis within ASDA has resulted in a four-day attendance at work week to accelerate work productivity. This highlights that the employees feel bored and dissatisfied as their flexibility at the workplace cannot be maintained, and their focus towards the work has decreased (Quinn, 2024). Lack of flexible patterns at ASDA has resulted in poor performance, and engagement towards the employees can be maximised. The working conditions are strengthened through which business value can be attributed, and staff retention is reduced. The restructuring of work culture has made the employees confused, and there has been no clarity on which employee satisfaction has declined, and the attrition rate has increased by 30% between 2021 and 2024. In addition to that, the managers have decided to offer extensive training and coaching sessions that are important for the underperforming colleagues to improve their performance. This implies the employees feel concerned because they are highly pressurised in doing their duties completely, and overall productivity decreases (Soliman, 2025). 
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[bookmark: _heading=h.a64mfp9dt7a1]Figure 4.3: Employee Turnover Rate in ASDA 
(Source: Forsdick, 2024)
On average, the employee attrition rate within ASDA has been as high as 13.9% because of poor support from the leaders and slow progress. The employees tend to feel pressure, and decentralised decisions make the staff feel highly stressed, and their focus towards the work has reduced in the long term. The satisfaction level among the employees has been considerably low, resulting in a lack of productivity, and the needs of the customers cannot be met implicitly. The worker has revolted against the engagement policy through which a good culture cannot be established, and performance also decreases. Moreover, the lack of flexible arrangements has made the employees feel disrespected, and their absenteeism rates have increased by 21% (Forsdick, 2024). Moreover, the dissatisfaction levels among the employees across ASDA have increased by 50% due to sudden decisions to work four days a week. Employees feel that they have to work for longer hours, which results in continuous pressure for the workers. Therefore, the employees cannot effectively perform under this stress and lack of flexibility, resulting in negative outcomes and creating a poor work atmosphere. The work activities are postponed, and the involvement of the employees is further negatively hampered. Talent attraction and employee engagement are attributed to which flexible outcomes are difficult to execute, and poor communication remains difficult to execute simultaneously (Young, 2024). 
The reduction of hybrid working is another challenge faced by 90% of the employees within ASDA due to a lack of managerial support. Moreover, the employees experienced higher workloads and stressful situations, after which their focus towards business results decreased. 16.3% workers feel dissatisfied, and their potential performance also gets disrupted. The vulnerability among the staff has reduced and their focus towards the work is reduced resulting in negative performance and engagement at work is reduced in the long run. This has resulted in the shutdown of the employees, and they did not connect with other members, resulting in poor productivity and cultural decline is also observed (Soliman, 2025). In addition to that, store managers are treated poorly because of their performance disruption and their focus towards the work is also reduced. Employee attrition is rapidly increasing because the physical and mental well-being of the employees is not prioritised, which has led them to fail in performing properly, and the overall work atmosphere has eventually deteriorated. Moreover, ASDA failed to keep the employees satisfied at their work, and hence, the needs of the customers were not met (Barnes, 2025). 
[bookmark: _Toc217048890]Theme 4: ASDA is investing in employee engagement to ensure higher productivity at work. 
ASDA is consistently striving to achieve employee engagement and maximise productivity at work. Employee engagement in ASDA is facilitated by promoting the health and well-being of the staff and prioritising their needs. This makes the employees feel valued and respected in undertaking their duties, and overall engagement is also maximised. The payment rates per employee have increased from £9.23 in 2021 and £12.60 in 2025, through which business development has accelerated. The hourly reward packages are improved in 2024 by 20% through which business value can be improved, and investments have accelerated by 35% (Asda, 2025d). Employee well-being and collaborative structures are established through which the needs of the workers are addressed, and a focus towards performance is improved. This highlights that the employees feel involved, and their commitment towards the work also increases eventually. The managers are offering constant support to all the employees to provide them with mental well-being, and unnecessary stress and anxiety can be addressed. Therefore, the employees can access the right resources and improvement towards the business value also increases. The main agenda is to keep the employees happy, healthy and satisfied so that they can undertake their tasks more effectively (Asda, 2025d). 
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[bookmark: _heading=h.fq4kst6igxof]Figure 4.4: Employee Benefits in ASDA
(Source: Asda, 2025d)
Valuing the talent of the employees is another valid step through which the employees feel highly respected, and their involvement towards the work also increases. In addition to that, when the hard work of the employees is recognised, they tend to feel satisfied and better performances can be attributed. Good relationships with the employees help in attracting the best talent, and employees also feel highly engaged to complete their tasks, and business performance also improves. 50% of the Financial and medical benefits of the employees are covered to ensure that they feel confident and loyal towards the company also increases and meeting customers’ needs is also met on time (CIPD, 2023). Rewards and recognition have become an integral part of ASDA to ensure the employees feel highly engaged and their involvement towards the work can be maximised. Such as offering them paid holidays, achievement bonuses to keep them motivated and an overall focus towards the work can be maximised in the long run. Moreover, the deserving candidates are promoted in ASDA so that they can access the right performance and focus on executing their duties with higher tenacity. The workers are now allowed to work from home, and there are flexible timings offered to the employees to complete their tasks with more sincerity. This reduces the excessive work pressure from the employees, and their workloads get divided through which overall focus towards the work also increases (Holmes, 2025). 
Apart from that, the paternity leave duration has been doubled for the male colleagues to spend more personal time, and secondary kinship care giving has also been involved in the holiday lists. Support, compassion and flexibility are the common aspects offered by ASDA to ensure that 140,000 employees feel highly supported and they can execute their duties more confidently. Moreover, 80% employees within this organisation acquire additional support for better business outcomes. The employees can now enjoy more work-life balance where they can manage their personal and professional lives. This has helped in committing to the company values through which desired business practices are undertaken, and meeting the customer demands has improved (McCulloch, 2025). 
[bookmark: _Toc217048891]4.3 Discussion 
Theme 1 suggests that the leaders are responsible in maintaining straightforward communication with all the stakeholders. This means the employees are well aware of their duties and can undertake their decisions more vividly. In addition to that, good communication also helps ASDA employees to execute their business functions with higher confidence and tenacity. This makes them highly confident about their work and involvement towards the duties, also enhanced. Direct communication allowed ASDA to establish an open and transparent work culture in the long run (ASDA, 2025c). Effective leaders are responsible for connecting with the right employees at the right time to avoid confusion and maintain higher clarity about their work. In addition to that, ASDA employees could acquire real-time feedback from the leaders, and their performance has improved eventually. Renowned leaders are responsible for undertaking their duties more actively and instructing the employees to strengthen their performance and execute functions properly (Wolor et al. 2022). 
From the literature review, it is observed that effective leaders focus on generating effective communication with all employees. Direct interactions promote clarity and decision-making, towards the work can be maximised. The employees can undertake their duties with better tenacity and confidence, resulting in positive outcomes, and data availability improves the overall business performance. Moreover, leaders must be active listeners to communicate properly and make the right decisions eventually (Zink and DesRoches, 2023). In addition to that, successful leaders tend to focus on offering employees work-life balance and executing work across flexible settings. When employees can balance their personal and professional lives appropriately, they feel highly satisfied, and their overall focus towards work also increases gradually. This releases excessive tension, pressure from the employees and their performance also gets improved and constant support from the leaders also creates a more positive culture (Endayani and Putri, 2024). 
Theme 2 highlights that a positive workplace culture is established through which a strong business value is attributed. The managers practice active listening towards their employees and involve them in making effective decisions. This makes the employees feel highly satisfied, through which overall development towards business value can be attributed implicitly (Hill, 2025). In addition to that, the mental and physical well-being of the employees is maintained to create a positive work culture, and overall business development can be attributed. Happy and satisfied staff tend to take their work more seriously, and timely performance can be maximised in the long run. Focus on creating a positive workplace atmosphere through which the workers feel highly engaged, whereas execution of the practices can be maximised. In addition to that, team collaboration also helps in striving for group work and enhances team efficiency (Bouttell, 2025).
The literature review demonstrates that work-life balance and employee engagement also increase in the long run. The employees must feel highly independent and focus on the business activities further. Constant support from the employees helps in creating a good, positive culture and a strong brand image is created. A positive working culture results in declining stress, tension and depression among the workers through which overall business outcomes can be executed simultaneously (Rizki, 2021). A good work atmosphere can be established by eliminating micromanagement and offering employees flexible work time. This makes the employees feel highly productive as they can do activities with higher potential and chances of committing errors also eventually reduce. Moreover, promoting a learning culture helps the employees to stay highly focused at work, and the employees stay highly motivated, through which overall business performance also improves. Personal and work-related tenacity can be established through constant support from effective leaders in the long run (Hayati, 2022). 
Theme 3 highlights that the employee attrition rate within ASDA has increased due to a lack of benefits and poor support from the leaders. Therefore, the employees feel stressed, tense and nervous undertaking business practices, and their focus towards work efficiency reduces. The employees feel unhappy and dissatisfied when they cannot work according to their convenience choices, and their involvement towards the work also decreases further. Therefore, employees feel less confident and overall involvement within the duties also significantly declines (Quinn, 2024). The flexibility rates, when decreased by involving 4 working days, employees felt more tense and anxious due to excessive workloads. This increases the agitation and frustration among the employees, through which the commitment towards the work also declines. The workers feel disrespected and disengaged when their potential is sacrificed and they cannot stay loyal towards the brand. Therefore, ASDA has also felt negative brand value as the employee attrition rate has increased and business performance has also been devalued (Soliman, 2025). 
The literature review portion highlights that bad leadership decreases employee morale, and they cannot keep engaged with the work. As the employees feel highly demotivated, they cannot measure progress and monitor the right outcomes, through which a toxic culture gets established. In addition to that, the employees do not feel supported due to bad leadership, which creates confusion among the workers, and they cannot execute their work decisions properly. Lack of motivation among the staff reduces their efficiency in the long run (Brown-Crawford, 2022). Bad leadership kills the motivation among the employees, and they cannot perform appropriately. The employees tend to commit more errors and miss deadlines, which results in negative performance in the long run. This decreases the quality of the work, and the important tasks get delayed. Therefore, meeting the needs of the customers cannot be done in the long term, resulting in creating a poor work culture (Faeq and Ismael, 2022). 
Theme 4 discusses that ASDA is undertaking different employee engagement strategies to keep the employees satisfied and maximise their productivity in the long term. The employees’ physical and mental well-being is supported, through which the former feel more influenced and motivated to execute their duties more effectively and focus on the work increases in the long run. The employees can access the right resources on time, and performance can be maximised (Asda, 2025d). Parental leaves are increased and approved to ensure that all employees feel safe and more confident, for increasing the work productivity and focus on increasing the satisfaction can be maximised implicitly. Financial and medical benefits are offered to the employees to keep them highly engaged and increase their satisfaction levels, and work with higher productivity. Moreover, the employees can access perks and benefits according to their convenience to keep them satisfied and improve business functions (CIPD, 2023).
From the literature review, it is observed that to keep the employees highly engaged at work, it is important that the hard work of the workers is recognised and accepted. This keeps the employees feeling highly valued, and decision-making also strengthens in the long term. Recognition of independent activities makes the employees feel highly valued and respected, which ensures higher commitment towards the work and that customers’ needs are effectively met. Therefore, the sales within companies can be maximised through this perception (Ewool et al. 2021). The leaders must promote diversity & inclusion at the workplace to create a sense of belongingness and attract employees to share their insights. This helps in attracting talent from diverse groups and innovative measures across the business outcomes can be attributed. Credibility and reliability can be fostered through employee engagement, and the employees also feel highly satisfied with their work and loyalty increases (Stein et al. 2021).
[bookmark: _Toc217048892]4.4 Summary
It has been summarised from Chapter 4 that leadership is effective for employee management and engagement in the UK retail. ASDA focused on leadership development as that helped in the overall business process development and engaging with the employees. Effective leaders have contributed positively to employee management and team management, which is followed by the company. “Just right” approach has also been followed by the company, and it played an important role in the business performance. Ineffective leadership affected the mindset of the employees and the business process, and employees were dissatisfied. Employee engagement is useful for the creation of a positive work environment, and productivity also becomes higher. Employee attrition has become a serious challenge for ASDA, and employee support has also been lacking in the business. Employee engagement investment has to be followed by ASDA, as that could be effective for the business performance development. Employees feel respected and valued through which overall focus towards the work can be maximised in the long run.


[bookmark: _Toc217048893]Chapter 5: Recommendations, Conclusion and limitations of the research
[bookmark: _Toc217048894]5.1 Conclusion 
Based on the results, it has been added as a conclusion that the leadership process is helpful in enabling the employees. Ineffective leadership in the workplace affects employee performance, and engagement is completely affected by it. Employees are dissatisfied and demotivated due to ineffective workplace leaders, and their performance has been affected. ASDA leaders have focused on the satisfaction and engagement of the employees in the workplace. Leaders focused on a better environment in the workplace, which helps in business performance improvement. Purpose and motivation are followed by ASDA leaders who develop bonds between leaders and employees. Employee attention giving has become a serious threat in the business process. On the contrary, leaders have not followed hybrid working in the business, and it created a serious threat. Flexible workplace practice is not supported by leaders, and that affects the workplace performance. ASDA leaders need to focus on proper investment in the management of employees and set more policies about employee management. This study has focused on the collection of data from the secondary database, and ASDA-based information has been followed. Secondary information helped in the evaluation of the previously collected information, and that helped in the authentic research process. 
[bookmark: _Toc217048895]5.2 Linking with objectives.
Objective 1
This objective focused on the leadership role in the employee engagement process, and ASDA has focused on business development through effective leadership. Leaders follow a planning process, and ASDA’s leader, through interacting with other employees, have improved the workplace performance. Hierarchical structure is followed by companies, and clear communication is followed in ASDA. Ineffective leadership has affected the overall performance of the company, and workplace flexibility has been affected in the business. Flexibility lacking in the workplace due to ineffective leadership has created a major issue in the business process (Scheer, 2024). 
Objective 2
Objective 2 focused on the leadership issues that affected the overall engagement process in the business. Employee attrition has been presented as an issue in ASDA and that affected the overall engagement process. Employees have not gotten proper instruction, and that has created a serious issue in the completion of work effectively. Working culture has sometimes become toxic in the business, and that affects the business. Workers have not gotten flexibility in the workplace, and it created major threats in the business process. Lack of managerial support in ASDA and disappointment of the employees have affected employee engagement (Soliman, 2025). 
Objective 3
This objective has focused on the strategies that helped in better employee engagement in the workplace. ASDA has to focus on employee engagement development as that helps in the overall business performance development. Employees, through engagement policies, could be able to feel more engaged and motivated, and that could be useful for business performance improvement. Financial and medical benefits have to be followed in the business, as they could be useful for the successful development of the employees. Rewards and recognition need to be used in the business, as they could be effective for better employee engagement (CIPD, 2023).
[bookmark: _Toc217048896]5.3 Recommendations 
Strategic thinking 
Leaders have to focus on the development of strategic thinking as that could be helpful for the enhancement of the leaders. Employee culture has to be respected by the leaders, and with strategic thinking, leaders have to address the employees' weaknesses. This could be useful for the future-based view creation and that could be useful for the business engagement development. Strategic thinking needs to be followed, and that could be effective for the innovation enhancement of the business process. Opportunities of the employees could be identified easily by the company, and leadership could be developed (Henriquez-Calvo and Díaz-Martínez, 2023). 
Interpersonal skills development 
Leaders have to focus on the development of interpersonal skills, and that could be effective for the improvement of the business process. Deep listening has to be followed in the business, as it can be effective in the business. Connections need to be developed, and influence should be followed in the business, which could influence the employees effectively. Leaders have to focus on self-assessment, and that could be useful for interpersonal skills development. Diversified teams need to be followed, and team perspective-based thinking needs to be followed in the business (Aquino et al. 2025). 
Change management.
Changes need to be followed by the leaders, and that could be useful for the development of the business performance of the company. ASDA leaders have to focus on the implementation of changes, and that could be helpful for employee management. Leaders are the executors of the changes, and followers are encouraged by specific support from the leaders. Leaders have to focus on the alternatives used in the business as employees are managed through this process. Different changes in adoption motivated employees to give better workplace performance, and trends have to be adopted by the leaders (Walk, 2023). 
Work-life balance giving. 
Employees have to get a better work-life balance, as that could be useful for the development of performance. ASDA need to focus on hybrid working, and flexibility needs to be managed in the workplace. Hybrid working from home could be useful for the employee to complete the work in their flexible times, and that could be helpful for more engagement. Job security and flexible working hours given to the employees could be useful for the development of workplace performance. Family life has been maintained effectively in this business, and the personal lives of the employees are maintained (Zaitouni et al. 2024). 
[bookmark: _Toc217048897]5.4 Research Limitations 
This research has not collected information from the human database, and that has created threats in this research. This research lacked employees' and managers' responses about leadership strategies, which created threats in this research. Lack of primary data reduced the evidence in this research, and it has affected the research process. Due to budget issues, authentic data sources have not been collected as there is an issue of subscription-based article collection. Enough time has not been spent to collect more data sources, and that has become a limitation in this research. In future, primary resources have to be collected for a better research process. 


Element 3
[bookmark: _Toc216970696][bookmark: _Toc217048898]Introduction
This research focused on the Gibbs reflective model for experience reflecting on the dissertation. This model showed a description of the learning experiences and stated feelings of the people about the situation with proper evaluation (Roedema et al. 2022). 
[bookmark: _afqzkg9wxs3][bookmark: _Toc216970697][bookmark: _Toc217048899]Reflection
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Figure 1: Gibbs cycle
(Source: Self-created)
Description
My learning about the research process completion will be described in this section and my understanding of research methods will be presented. This module helped me to understand the importance of leadership processes in solving engagement issues of workers. This section also provides a description of my required skills improvement. 
Feelings
I felt leadership is a useful factor for employee interaction, and that helped in the performance development of the employees. I learned about different methods for data collection in research, and issues in leadership were also understood through it. I also understood that employee engagement is helpful for better organisational performance. 
Evaluation
I learned from the dissertation that leaders have to prioritise the employees and listen to them, as that could be effective in the business performance development. Better leadership helps in the communication improvement with employees, and they have shared their valuable feedback with the leaders. My learning about new leadership concepts and engagement processes with employees has gone well. I lack interaction skills with others, and that could be a serious issue for me. Leaders also understood the problems easily and solved those problems, which helped in the business's success. Digital leadership has been followed to engage the employees in business (de Araujo et al. 2021). 
Analysis
I have developed knowledge about leaders who helped employees to become motivated, and employee performance has been improved. I think mental well-being and flexibility giving is necessary for the employees and that improves the business success. I lacked collaboration skills and experience in this field that has become a serious threat to the completion of this research process. Lack of flexibility in the workplace has affected the engagement process, and employees have faced difficulties (Bal and Izak, 2023). 
Conclusions
It has been added that leadership is useful in the business to develop the employee engagement process. I lacked collaboration and communication skills, and my knowledge of alternative methods could be developed further. As an alternative, I could focus on the primary data collection, as that could be useful for developing the research quality in future. 
Action Plan
	Objectives 
	Strategy 
	Time

	Communication 
	Active listening 
	3 months 

	Collaboration 
	Constant involvement in teamwork 
	4 months 

	Experience enhancement 
	Coursework joining 
	6 months 


Table 1: Action Plan
(Source: Self-created)
I have to develop my communication skills, and active listening should be followed. I should focus on the involvement in the teamwork as that could improve my communication and joining a coursework needs to be followed. 
[bookmark: _nmc0tjvueu0x][bookmark: _Toc216970698][bookmark: _Toc217048900]Conclusion
It has been concluded that research-based knowledge has been presented through this reflection, and that helped in understanding future scopes. Leadership and worker engagement have been evaluated though this process and needed skills such as communication and collaboration are mentioned. 
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