



University of Whales Trinity Saint David
MBA: Human Resource Management



Cross-Cultural Leadership and migrant employees’ Performance in the Distribution Industry  

Daniela Cioranu 1914830
Dennis Pepple




DECLARATATION
I declare that this dissertation has been written solely by myself and that it has not been submitted, in whole or in part, in any previous application for a degree in this university or any other institutions. In addition, I have acknowledged all main source/s-author/s appropriately in parts of this dissertation where I have quoted work from others.


ACKNOWLEDGEMENT
I would like to thank my teacher and my peers for their continued support throughout the completion of this research. I would also like to thank my parents and All-Mighty for believing in me while completing this research appropriately.



ABSTRACT 
The introduction chapter has provided clear knowledge about the cross-culture concept and its impact on managing migrant employees. The main part of this chapter is the development of aims, objectives and research questions. The significance of the study is also justified in this section. Finally, the structure of the entire project has been developed here.  The literature review chapter has prominently searched relevant articles and critically presented them with supporting and argument evaluations. All the information is aligned with the research topic considered to understand cross-cultural leadership and its impact on the migrant employee's performance. Moreover, this chapter also demonstrates relevant theories for more in-depth knowledge and a conceptual map. The methodology chapter has justified all the methodological choices for conducting the study. It has analysed that the researcher has considered an interpretive research philosophy to gain a greater understanding of the research context. The researcher has also considered descriptive research design and deductive approach to attract a greater framework for the present research. The researcher has considered secondary quantitative information for the present research to attract greater outcomes. The researcher has strictly followed the Data Protection Act 2018 to enhance the ethical approaches while conducting research activities.  
The key findings involve cross-cultural leadership that must focus on the requirements and necessities of migrant workers considering a positive impact on their performance in the distribution industry. This is mainly because when the needs of migrant workers get fulfilled it will result in higher productivity along with increased efficiency at work. Due to this, there will be a generation of positive relationships between cross-cultural leadership and migrant workers. It also shows managing diversity in the workplace will lead to fostering unity and attracting significant talents across the globe. Moreover, the key implication subjected towards these findings is that cross-cultural leadership must be practised effectively by bringing change in the organisation's culture. As it will not only have an impact on cross-cultural leadership on migrant workers' performance along with their behaviour towards the leadership.
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[bookmark: _Toc150008530]CHAPTER 1: INTRODUCTION
[bookmark: _Toc150008531]Background and Problem Statement
In today's globalised corporate climate, where organisations increasingly operate across borders and employ a diverse workforce, cross-cultural leadership has emerged as an important topic of study. According to Boussebaa, (2021), cross-cultural leadership is different from other leadership styles in which the leaders manage and lead people from diverse cultural backgrounds. Organisations are prioritising cross-cultural leadership as they recruit multi-cultural people throughout the world. In this setting, the distribution business is critical to guaranteeing the smooth movement of products and services. The research is mainly focused on the UK distribution industry which registered a CAGR of greater than 5% from 2023 to 2028 (Mordorintelligence, 2023). The concerned industry is big and one of the most demanded sectors of the UK. The sector started to grow fast after globalisation when international trading grew. In 2022, the UK logistics market had a value of US$478.3 billion. Looking ahead, IMARC Group projects that the market will develop at a compound annual growth rate (CAGR) of 6.18% from 2023 to 2028, reaching US$ 689.2 billion (Imarcgroup, 2023). There is a big contribution to migrant employees in the success of this industry as well and cross-cultural leadership plays an important role in managing them. Here the main context is regarding the importance of these two factors for the UK distribution industry.   
The concept of migrant employees arose due to the impact of globalisation on the corporate culture. As opined by Ji et al. (2022), migrant workers play an important part in today's global workforce, greatly contributing to the economic and cultural fabric of their home nations. Their significance stems from their readiness to cover labour gaps, particularly in areas where labour is scarce, thus boosting economic development and productivity. Migrant employees offer a variety of talents, viewpoints, and experiences to the workplace, enhancing it and stimulating creativity. Furthermore, they often accept positions that are physically demanding or have unpredictable hours, therefore assisting in the steady operation of critical industries such as agriculture, healthcare, and hospitality. In the UK distribution industry, migrants contribute to the cultural richness of their new homes as well as to their economic contributions, therefore producing a more inclusive and internationally integrated society. Recognising and appreciating the value of migrant workers is critical for sustaining social cohesion, economic stability, and the continuous prosperity of countries across the globe. The sector is strongly reliant on EU workers, who make up 13% of the total logistics workforce, and with 64% of logistics enterprises currently failing to fill vacancies, removing the pool of non-UK workers will have disastrous consequences for UK corporations and the wider economy (Logistics, 2023).  
Migrant workers, who bring with them distinct viewpoints and experiences formed by their cultural origins, make up a significant component of the labour force in this industry. The relationship between cross-cultural leadership and the performance of migrant personnel in the distribution business, on the other hand, remains a research gap. Understanding how leaders can manage and harness the potential of a culturally diverse workforce is critical for improving organisational performance and creating inclusion. This study seeks to close the gap by investigating the impact of cross-cultural leadership on the performance of migrant employees in the distribution industry, shedding light on the strategies and approaches that supervisors can use to maximise the contribution of this demographic group.
[bookmark: _Toc150008532]Research Aim
“The aim of this research is to analyse Cross-Cultural leadership and migrant employees’.
performance in the distribution industry of the UK”
[bookmark: _Toc150008533]Research Objectives
· “To analyse the significance of cross-cultural leadership in the UK”.
· “To evaluate the importance of HRM functions in supporting cultural leadership”.
· “To assess the impacts of cross-cultural leadership on migrants’ behaviour at the workplace”.
[bookmark: _Toc150008534]Research Questions
· “Why is cross-cultural leadership important in the UK?”
· “How does HRM support cultural leadership?”
· “What impact does cross-cultural leadership have on migrants’ behaviour at work?”
[bookmark: _Toc150008535]Significance of Study
This study is about cross-cultural leadership and the importance of migrant employees’ performance in the industry. Cross-cultural leadership is an emerging concept that emphasises the benefit of recruiting international employees. Since the time of globalisation, the trade between international countries has increased, this has led to a boost in the importance of migrant people. This study is important because it has provided in-depth knowledge about the migrant people’s performance as well as how they are managed through cross-cultural leadership strategies. In the UK distribution industry, many migrant people work which helps them acquire success, but often they face problems regarding language and culture that demotivate them in fulfilling the job role properly. According to official estimates, 321,000 visas were issued for migrants to work in the UK in the year to June 2023 as firms hurried to recruit from outside due to continued labour shortages (Economictimes, 2023). Another research claims that 80 businesses from across the UK employ migrants (Assets, 2023). From this information, it is clear that the UK requires more migrant employees for their development. On the other hand, the cross-cultural issues in the industries are prominent and can affect the performance of migrant employees. The UK distribution industry needs access to migrant workers to keep Britain trading in the era of globalisation. 
In this context, the study has explained how cross-cultural leadership is helping the UK distribution industry in terms of prioritising the efficiency and existence of migrant employees. The study signifies the role of cross-cultural leadership in the UK distribution industry. Also, it highlights the significance of human resource management functions in supporting cross-cultural leadership. Next, the main thing that the study has covered is the influence of cross-cultural leadership on migrant employees' behaviour in the UK distribution industry.         
[bookmark: _Toc150008536]Brief Research Methodology
Research methodology is the process of choosing the most effective strategies for gathering and analysing data (Pandey and Pandey, 2021). The research method chosen for this study is secondary. By reviewing different journals and articles researchers have analysed the relationship between cross-cultural leadership and migrant employees. The quantitative data has been collected to analyse the collected data. The reason behind choosing this particular method is to focus on the authors’ perceptions as well as the previous observations. Secondary quantitative research requires less time and budget compared to the primary method (Mishra and Alok, 2022). The data analysis tool is a thematic analysis table where effective and relevant studies have been chosen and analysed as per the requirement of themes. In order to conduct secondary quantitative research and enhance the research performance, the descriptive research design has been selected.  
The researcher considered the research guideline as per the Data Protection Act of 2018 and related GDPR requirements in order to achieve better results in terms of adhering to ethical standards while carrying out the research. In addition, the researcher took into account the privacy and confidentiality of the data gathered while examining migrant employees' productivity in the UK distribution sector and cross-cultural leadership. In addition, the researcher has considered a systematic literature analysis in this regard to develop a deeper comprehension of the research setting and improve research outcomes. Finally, the researcher used inclusion and exclusion criteria to choose the data sample for taking recent research papers into consideration based on the veracity and calibre of the contents.      
[bookmark: _Toc150008537]Structure of the rest of the project
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[bookmark: _Toc150008389][bookmark: _Toc150008569]Figure 1.1: Structure of the dissertation
(Source: Created by the learner)
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[bookmark: _Toc150008538]CHAPTER 2: LITERATURE REVIEW
[bookmark: _Toc150008539]Introduction
A literature review is the search along with evaluation of the existing literature in the provided subject or selected topic area. Moreover, a literature review involves the process of documenting the state of the art with respect to the topic areas or subject which is being presented. Equally, the literature review is considered a survey of scholarly sources on a particular topic. Similarly, a literature review gives an overview of present knowledge allowing one to recognise the relevant theories, gaps and methods in the present research that can be applied later in the research. It is identified that there are different levels towards writing a literature review. It involves “search for relevant literature, evaluate sources, identify themes, gaps and debates, outline the structure and writing the literature review” (McCombes, 2023). On the other hand, a structure and critical literature review does not just summarise sources. It analyses, syntheses and critically evaluates to provide a clear picture of the “state of knowledge on the subject”. In this literature review, a wider knowledge of cross-cultural leadership will be highlighted. Followed by the significance of cross-culture leadership and human resource management functions which supports cultural leadership. Lastly, it will focus on cross-cultural leadership on migrants' behaviour at the workplace and relevant theories or models for the presentation of in-depth alignment. 
[bookmark: _Toc150008540]Research Areas / Topics 
· Overview of cross-cultural leadership 
[bookmark: _heading=h.lnxbz9]Cultural diversity is about showing respect and value to the society where different cultural people live together. Similarly, in an organisation, there are employees from different cultural groups and appreciating their beliefs and culture is called cultural diversity of the organisation. According to d'Iribarne et al. (2020), cross-cultural leadership is a type of leadership where leaders aim to keep individuals from different cultural groups together, lead them towards a common goal and enable them to reveal their potential. Therefore, cross-cultural leadership is to manage diversity within a corporate setting. As recommended by Higgins, (2020), embracing diverse cultural concepts boosts the creativity and innovation of people and thereby the organisation leads to more comprehensive and well-structured decisions as a whole. There is evidence that the leaders who tend to include diverse voices in the organisational decision-making process are culturally aware. Urassa et al. (2021), defined the character of a cross-cultural leader. According to the author, cross-cultural leaders can relate themselves to other people's mindsets. The study also highlighted that these types of leaders can, easily adjust to the perspectives of others as they learn valuable lessons whilst they are transparent in the vision of the importance of diversity of thought, culture, and concept.
After globalisation, businesses are connected with international people and groups. Communication among the countries is becoming stronger and more strategic. In this situation, the UK distribution industry requires migrant employees and requires efficient leaders who can retain them for a long time. With this perception, the industry is emphasising cross-cultural leadership rather than transformational or transactional. Companies are providing training to enhance their people management skills and make them able to communicate with different cultural people. As claimed by Shamne et al. (2019), the main goal of cross-cultural management is to enhance organisational performance. However, the author also dictated that the trends of cross-cultural management have developed to build a strong bond between the countries. Finally, it can be stated that cross-cultural leadership is a new concept that is different from other leadership styles. It is required by the UK distribution industry to create a strong bond with the migrant employees who are contributing valuable efforts to their national economy.                        
· Importance of cross-cultural leadership in the UK
Cross-cultural leadership supports keeping people from different cultures together, directing them towards a set goal along enabling them to reveal their talents. In general, cross-culture leadership is also considered as managing diversity in the workplace. It is mainly because organisations nowadays hire from different nations and cultures to provide their talent for the growth of the business. Due to this, a mix of different cultural individuals get together to work for the same goal. To maintain strong engagement and collaboration among people from different cultural backgrounds cross-cultural leadership is being followed. In the opinion of Lund et al. (2019), globalisation has opened doors for business organisations to hire employees from across the globe. It is because cross-cultural leadership is significant to follow concerning running the cross-cultural workforce efficiently. Managing a cross-cultural workforce will also lead to the business organisation leveraging diversity management in the workplace. In consideration of globalisation which attracts global talents for fulfilling the necessity of organisational productivity. From the viewpoint of Ermasova (2021), international organisations need to concentrate on cross-cultural leadership training programmes to leverage the performance of employees coming from different parts of the globe. 
Due to this, migrant employees coming from different parts of the globe can get adequate guidance and support to get along with everyone in the workplace. Similarly, working collaboratively with higher productivity to achieve the set organisational goal. Equally, cross-cultural leadership is also beneficial when considering attracting competitive benefits whilst operating businesses in the UK market. In alignment with this, international organisations in the UK can significantly get the opportunity to attract a competitive advantage in the UK market by hiring international employees from across the globe. In terms of Khan and Ebner (2019), cross-cultural leadership is important towards involving people from different backgrounds through understanding their limitations. Following this, it will allow international organisations in the UK to understand their requirements and limitations while they work. In this context, international organisations in the UK can get the advantage of collaboration from a cross-cultural workforce through cross-cultural leadership in the business. Moreover, it also concentrates on attracting higher collaboration, along with innovation during the operational activities of the particular business organisation. Similarly, it is also efficient in the process of improving business performance inclining the efficiency of production. 
Following this, the training programme is effective for the migrant employees in the UK market. Similarly, “prioritised by cross-cultural leadership strategies” for attracting greater performance by fulfilling the gaps in the skills of the migrant employees in the UK market. In support of Bonsu and Twum-Danso (2018), cross-cultural leadership is highly significant towards increased efficiency in the workplace. It is mainly with a greater understanding of cultural nuances and the team can work with higher efficiency, which leads to a better understanding on the aspects of “communication, interacting and collaborating with each other”. Following this approach of cross-cultural leadership, there is a higher potential to involve greater innovation in business organisations. It is mainly because different talents coming from different cultural backgrounds will come together under a business organisation to work and bring innovations to the business. In considering this, it is justified by different authors and articles that practising cross-cultural leadership in international business is important and positive outcomes can be gained. The organisation leads to gaining higher working efficiency along with higher opportunities to experience new innovations in the business. On the other hand, it is observed that business organisations with a more diverse workforce are more likely to embrace change. 
It is also identified that diverse business organisations are more likely to get the opportunity to be market leaders. Considering this the business organisations in the UK distribution sector will get a positive advantage in its overall business performance. Followed by involving a diverse workforce in business organisations in the UK distribution sector will achieve the aspect of higher efficiency and innovation in operational activities. Moreover, it will lead the business organisation in the UK distribution sector to get the opportunity to gain a competitive advantage in the market and become the market leader. Again, from the point of view of Khan and Ebner (2019), cross-cultural leadership is efficient in the process of attracting greater performance by including individuals from different cultural backgrounds to ensure a global approach. In alignment with this cross-cultural leadership is effective in the link of resolving the cross-cultural issues while operational activities in the business organisations of the UK distribution industry. Therefore, bringing different employees from different cultural backgrounds leads to cross-cultural issues in the workplace. Involving different cultural background employees in the UK market has experienced issues like discrimination. 
Based on this applying cross-cultural leadership approaches in the UK business organisations belonging UK distribution industry can overcome this kind of issue. Hence, it is justified to state that cross-cultural leadership is significant towards leveraging the workplace along with overcoming cross-cultural issues in the business organisation in the UK distribution industry. On the contrary Ermasova (2021), business organisations in the market are required to concentrate on cross-cultural leadership to improve overall business performance. Similarly, work efficiency gets increased or improved through resolving cross-cultural issues aligned with the business organisation. In this context, it can be stated cross-cultural leadership is prominent in the UK business organisations involved in the distribution sector for improving the performance of migrant employees from different parts of the globe.
· Significance of human resource management functions in supporting cultural leadership
Human resource management is determined as the management of the workforce of a business organisation formally. Similarly, human resource management is one of the important business functions towards facilitating and providing all the workplace information to the employees in the business organisation. Moreover, it is observed that human resource management also leads to instructing and impacting employees in the workplace regarding the decorum and rules that need to be followed in the workplace. In the opinion of Piwowar‐Sulej (2021), it is recognised that it is the responsibility of human resource management to resolve possible conflicts along with other issues among employees in the organisational workplace. As individuals involved in human resource management, authority is required to address the requirements of the employees along with looking after employees' overall necessities. Human resource management functions need to cater to or resolve the issues among employees who come from different cultural backgrounds. It is mainly because employees from different cultural backgrounds or ethnicities might face issues to get adjusted in the new international business organisations in a new country. Hence resolving their issues to get adjusted to the new workplace, and getting engaged with higher collaboration is a significant responsibility of human resource management. 
Following this, business organisations in the UK from the distribution industry must ensure that their human resource management department makes it a comfortable workplace for migrant employees from different cultural backgrounds. From the opinion of Dundon and Rafferty (2018), human resource management of a business organisation must be collaborative with the organisational leadership. It will benefit the leadership to significantly implement the cross-cultural leadership approaches considering leveraging the diverse workplace in the organisational workplace. Following this human resource management in the UK distribution industry will play a significant role towards supporting organisational cultural leadership. On the other hand, it is significant that “managers, employees and even the customer base” to propose cultural intelligence. Similarly, the suitable perspectives on the respective managers along with different types of employees. Hence, it can be stated that to ensure a positive cultural workplace for migrant employees all authorities need to play their role in maintaining a positive cultural atmosphere in the workplace. In alignment with this, the concept of the cross-cultural leadership approach must be aligned, which can be referred to as the procedure of how the overall organisational leadership management can be implemented. 
It is in different activities or work performance via the overall organisational environment. On the contrary Zubair and Khan (2019), there are various types of human resource management functions each of which has its own significance. It is based on the type of organisation along with the type of organisational operations that are being implemented by the particular business organisation. Following this, employees from different cultural backgrounds can have positive benefits relating to the organisation that employees work for practising diverse and cross-cultural leadership with the help of human resource management. Considering this, human resource management performs a significant role by understanding every employee and providing them with their requirement in the organisation they work for. Therefore, human resource management completing all their responsibility relating to satisfying employees in the organisation will lead to developing and providing a positive work culture to employees from different cultural backgrounds. The significant functions of human resource management involve selection and recruitment, training, and development, monitoring performance, retaining employees and payrolls and legal and compliance in the workplace. 
All these different functions of human resource management practising effectively will lead to ensuring higher performance and contribute to the overall success of an organisation. In this way, business organisations in the distribution industry with effective human resource management functions impact will leverage overall performance by recruiting and retaining employees from different cultural backgrounds. In terms of Azevedo et al. (2021), human resource management functions are effective and also improve the ultimate performance of the organisation in the market. From this, it is justified that human resource management functions play a crucial role considering uplifting organisational performance by letting different cultural backgrounds employees supported through cultural leadership. On the other hand, recruitment is core human resource management that helps a human resource manager recruit employees depending on their capabilities along with suitable skills required for a particular job role. In this context, human resource management of business organisations in the distribution industry in the UK can significantly recruit employees from different cultural backgrounds based on their skills and credibility for a job role. Following this, human resource management can distinctively support the organisational leadership to get particular employees from different cultural backgrounds towards practicing cross-cultural leadership approaches.
In this consideration, a business organisation in the distribution industry will be liable to practice its human resource management to ensure positive cultural activities for every different cultural background employee. Moreover, cross-cultural leadership in the business organisation will also get positive support towards maintaining a diverse workforce in the business organisation. As a result, it will benefit to uplift the distribution business in the distribution industry in the UK and will be able to perform more effectively to obtain the desired success in the market.
· Influence of Cross-cultural Leadership upon migrants' Behaviour in the Workplace
Cross-cultural Leadership is the general practice of activities for making a diverse workplace and managing it in the workplace. It is mostly observed in international business organisations involving different cultural backgrounds and employees in the workplace. From this, the main aspect of cross-cultural leadership is to ensure that migrant employees can significantly get what is required to work in a business organisation located in other countries. In the opinion of Tsai (2022), the concept of cross-cultural leadership is bounded by the aspect of different types of “leadership styles” which can be able to differentiate the different cultures. Moreover, accumulating some of the cultural attributes from “every of the defined cultures”. It is the reason it is possible to enclose a working environment where individuals from different cultural backgrounds can get the opportunity to work collaboratively. Moreover, employees from different cultural backgrounds will get the support and influence to get adjusted to the new workplace aligning a diverse workforce. It is the reason the cross-cultural leadership approach is essential in the consideration to influence migrant workers from different cultural backgrounds in the business organisation workplace. Therefore, business organisations in the distribution industry in the UK can apply cross-cultural leadership to impact migrant employees while they work in the organisation. 
Employees from different cultural backgrounds can positively support and be influenced to work collaboratively and generate higher efficiency and productivity at the workplace. From the point of view of Herd and Lowe (2020), demotivation among employees working in the workplace has become one of the general factors in the current business environment due to often layoffs. Similarly, salary cuts and other organisational issues lead to employee demotivation which impacts negatively on employees. It is the reason employees' needs must be fulfilled whilst keeping them motivated in the workplace, which can lead to the business benefitting to achieve the desired organisational goal. However, it is also acknowledged that organisational leaders and managers can enlarge the employee's requirements. Moreover, ensuring adequate measures or strategies for motivating employees will also put a positive mark on the leadership of the organisation. Following a promotion of positive leadership and benefiting and supporting employees also gets highlighted in the business environment. For instance, it can be recognised that in a strong culture, most of the employees will get the value they contribute to the business's overall success. Following this, it can be assumed that developing a strong organisational culture will lead to a business to achieve higher success in the market. 
On the other hand, the positive outcome that will be generated is that employees will enjoy their job role in the organisation. Similarly, obtaining the highest efficiency at work for leveraging their overall performance. Similarly, higher transparency along with effectiveness can be observed during employees' performance in the workplace of the business organisation. In the opinion of Koveshnikov and Ehrnrooth (2018), cross-cultural leadership significantly influence employees from different cultural background to change their behaviour at the workplace. It is mainly because when migrant employees from different cultural backgrounds come to a diverse workplace, they receive everything as per their requirements under the cross-cultural leadership approach. Due to this, migrant employees from different cultural backgrounds are influenced to change their behaviour in the workplace. In consideration of this aspect, employees work from the respective environment which allows employees to think that they have some portion of control in their work. It is the reason having some accountability or control related to work in the workplace lets migrant employees change their behaviour significantly. Furthermore, it will provide a positive outcome for migrant employees from different cultural backgrounds to be more furnished. Similarly, letting migrant employees from different cultural backgrounds support faster decision-making considering a particular situation or context. 
Based on this it is assumed that the behaviour of migrant employees belonging to different cultural backgrounds in the workplace will be influenced by getting what they require to stay motivated and fulfilled. Equally, influencing migrant employees' behaviour allows a business organisation to get most of the talent they have. Following this, it will benefit the business organisation in the distribution industry in the UK and will be liable to get a positive impact from influencing migrant employees' behaviour. From the opinion of Miminoshvili and Černe (2022), influencing migrant employees' behaviour in the business organisation will lead to generating a diverse workforce with higher collaboration in the workplace. In alignment with this, influencing migrant employees from different cultural backgrounds will help to develop a collaborative diverse workforce in the distribution industry in the UK. As a result, more engagement will be generated for achieving the organisational goals in the competitive market and also increase the opportunity for the distribution business to get a competitive advantage in the distribution industry.
Theoretical Framework 
Cross-cultural leadership is a wider context to understand, and it involves different aspects which can be better examined and demonstrated with a theoretical explanation. It is the reason efficient theories have been identified to justify the broader understanding and knowledge of cross-cultural leadership's impact on migrant employees' performance. In the opinion of Ahmad et al (2023), social exchange theory is the understanding of concept-based ideas in which social behaviour is the outcome of an exchange process. Moreover, it also focuses on the concept related to the notion that a relationship between two people is developed via the process of cost-benefit analysis. In other words, the metric is designed to determine the effort poured in by a person in a person-to-person relationship. Relating to this the positive benefit of this social exchange theory is that it suggests that it is essential to take the benefits of a relationship and subtract the cost considering determining how much it is worth. Hence, in alignment with cross-cultural leadership ladders can significantly develop a positive relationship with migrant employees working in the organisation. Equally, the productivity and efficiency the migrant employee will provide will be the worth of the relationship between the cross-cultural leader and the migrant workers in the distribution sector. According to Davlembayeva and Alamanos (2023), social exchange theory has a limitation as well which involves developing a relationship on the base of selfishness or a cost-benefit analysis. As relationships are built on trust and belie not any statistically examined benefit. 
Hence, cross-cultural leadership developing a relationship with migrant workers only for the benefit of the organisation is a selfish act which hurts migrant workers' emotional psychology. Maslow's hierarchy of needs is another theoretical aspect demonstrating fulfilling needs of individuals considering encouraging and motivate them to gain the set goal. From the opinion of Hopper (2020), Maslow’s hierarchy of needs involves five different stages of needs; psychological needs, security and safety needs, social needs, esteem needs and self-actualisation. Referring to cross-cultural leadership impacting migrant workers' performance and fulfilling the particular needs of the migrant workers will allow cross-cultural leadership to impact positively on migrant workers' performance. It is mainly because migrant workers will get what they need to stay motivated while working in the distribution sector through effective performance. On the contrary, Maslow’s hierarchy of needs has its limitations. Which involves difficulty in measuring the appropriate satisfaction of needs and the concise extent to which a person's needs must be satisfied before the next emerges. Cross-cultural leadership satisfies migrant workers' needs but is unable to measure the level of satisfaction migrant workers experience which results in providing high productive performance in the distribution sector.
[bookmark: _heading=h.5qhy49pnsy9b][bookmark: _Toc150008390][bookmark: _Toc150008570][image: ]Figure 2.1: Maslow’s hierarchy of needs
                                                                                                                     (Source: Hopper, 2020)
[bookmark: _Toc150008541]Conceptual Framework
[image: ]
[bookmark: _Toc150008391][bookmark: _Toc150008571]Figure 2.2: Conceptual framework
(Source: Created by the learner)
[bookmark: _heading=h.fxorxch98ul9][bookmark: _Toc150008542]Literature Gap
The literature gap relating to this literature review is that only secondary studies have been utilised to demonstrate and explain the literature themes. Due to this the literature review failed to present any primary information and findings related to cross-cultural leadership's impact on migrant workers' performance. Moreover, this literature review has the gap of not involving any organisational culture-related aspect which is necessary as part of making migrant workers' performance more efficient via the impact of positive organisational culture.
[bookmark: _Toc150008543]Conclusion of Chapter
The above chapter involved the description of cross-cultural leadership followed by its wider information and knowledge in alignment with the business organisation context. Similarly, this study has significantly examined the overview of cross-cultural leadership along with its implication in a business organisation aspect. It is identified that cross-cultural leadership is managing employees in the business organisation who come from different cultural background. The managing of culturally different employees leads to the development of the concept of a diverse workforce in the business organisation. Following this, the importance of cross-cultural leadership has been critically discussed related to the UK distribution industry. It is understood that practising cross-cultural leadership is important towards increasing organisational efficiency along with allowing employees to get more collaborative. Equally, the above chapter has highlighted the importance of human resource management considering supporting leadership in cross-cultural aspects. It is observed that human resource management functions are crucial and are required to execute efficiently thus, coinciding to support organisational leaders to practice cross-cultural leadership for employees coming from different cultural backgrounds. From this, it is justified that human resource management functions are prominent for maintaining a cross-cultural workforce and promoting diversity in the business organisation. It has also explained the influence migrant employees have in terms of their behaviour in the workplace. Lastly, a theoretical framework has been presented related to the topic and a conceptual map.
[bookmark: _heading=h.2jxsxqh]

[bookmark: _Toc150008544]CHAPTER 3: RESEARCH METHODOLOGY
[bookmark: _Toc150008545]Introduction
Research methodology indicates the detailed plan, procedures and techniques that are adopted in order to complete a research study. According to, research methodology is the set of procedures for systematically attaining conclusions to the research questions under consideration. Different components of the research methodology exist. Saunder’s research onion is a widely used model showing the stages included within the research methodology. These stages are “philosophies, approaches, strategies, choices, time horizons and techniques and procedures” (Seuring et al., 2021). This framework has been considered by the researcher in the completion of this research study also. Figure 1 below depicts the onion model. The chapter will present the methodology in adopted in detail including research philosophies, approaches, design, assumptions, data collection methods and others along with the justifications for each of the selected components. 
[image: ]
[bookmark: _Toc150008392][bookmark: _Toc150008572]Figure 3.1: Saunder’s research onion model
(Source: Seuringet al., 2021)
[bookmark: _Toc150008546]Research Philosophies and Assumptions 
Research philosophy indicates the belief system adopted by a researcher in the completion of a particular research study. The main functions of research philosophies are gathering information, and demystifying and facilitating methods. As per the statements by Nayak and Singh (2021), the basic set of beliefs incorporated as a guide for the research study are considered under research philosophies. Different types of research philosophies are followed in practice which further leads to differences in the perception of scientific research. Interpretivism, positivism, realism, pragmatism and others are the various research philosophies. As per Dudovskiy (2023), in a positivism and pragmatism research philosophy, the research study generally consists of large samples and mixed methods respectively. However, as the researcher for this neither selected a mixed method (only secondary data collected) nor large samples have been considered, avoiding selection of these types is justified. On the other hand, Mishra and Alok (2022) have mentioned that when a realism research philosophy is adopted in practice, there exists a possibility of the senses of an individual playing a role in generating differences between the researcher and the researched reality. It might ultimately lead to degradation of the quality of the research outcomes. In order to avoid the impact of this unavoidable factor, the researcher has not adopted a realism research philosophy in this particular research study.
Due to a secondary qualitative investigation that has been done, the selection of interpretivism is justified. According to Säfsten and Gustavsson (2020), by following an interpretivism research philosophy, the produced data is generally high in quality and validity. Moreover, detailed interpretation from the secondary data can be done by adopting an interpretivism methodology. For this study also the researchers also benefited due to this philosophy. On the contrary, Eisend and Kuss (2019) have stated that one of the main unfavourable aspects related to interpretivism research philosophy is unintentional bias, the requirement of observation of the social world and others. However, in order to mitigate this challenge, the researcher has ensured the incorporation of accurate screening of sources. Therefore, the selection of interpretivism is justified.
Research assumptions, on the other hand, are closely related to research philosophy. According to Pandey and Pandey (2021), the philosophical assumptions in research provide the framework for the understanding of qualitative research. The different philosophical assumptions in research are “ontological, epistemological, axiological and methodological” (Maarouf, 2019). In an ontological research assumption, the area of focus is generally considered the reality of events which further indicates the relation to the realism philosophy. Hence, this type of assumption has not been considered for this particular research. On the other hand, epistemological assumptions focus on the relationship between the researcher and the participants. As in this particular research study, only secondary data was collected, and the epistemological assumption has not been considered. However, as axiological research assumption considers the interpretation of the data, this type of assumption has been considered in this research study. The main advantage of following this assumption includes the scope of accurately shaping the findings as per the research objectives which is also applicable to the study here.
Independent Variables
This variable stands alone as well as does not change due to other variables which need to be measured for better outcomes (Varpio et al., 2020). Independent variables of this research are the importance of cross-culture leadership and, the impact of workplace culture on the performances of migrant employees. The process of decision-making of HRM is also part of the independent variables. It influences, as well as manipulates all types of changes and is assumed to directly influence the dependent variables. 
Dependent Variables
It is a significant variable which helps to change the outcome of an independent variable with manipulation (Varpio et al., 2020). The dependent variable of this research is migrant workers' performances in the distribution industry of the UK.
It can be stated that those significant variables are dependent on independent variables and that is why it is called dependent variables.   
[bookmark: _Toc150008547]Study design
The strategy for finding the answers to the research question is considered as the research design Pandey and Pandey (2021). It is also termed as the roadmap of the research consisting of enough details aimed at attaining systematic, valid, dependable and reproducible research outcomes. The objectives and approach of research are influenced by the type of research design and vice versa. The strategy or design differs based on the type of data collected in particular research. There are different types of research designs adopted in practice variations of which are subjected to the type of research methods. These types may be “explanatory research design, exploratory research design, descriptive research design, experimental research design” and others (Säfsten and Gustavsson, 2020). An explanatory research design is generally considered when limited information is available which is not the case for this particular research study. Therefore, an explanatory research design was not adopted here. On the other hand, experimental research consists of the selection of a particular population. As secondary data was collected in this research study, this type of design was not considered. While conducting this research project, the researcher utilised a descriptive research design (Kumar, 2018). 
Adopting this type of research design has provided the researcher with the opportunity to analyse and interpret the collected data and assess the background in detail. Moreover, another key advantageous aspect of this type of research is the availability of statistical outcomes. Along with this, the reproducibility and reusability of the research study where descriptive design is adopted is considered. Therefore, the selection of a descriptive research design has also improved the reproducibility of the study (Sileyew, 2019). However, there are some limitations associated with this type of design. The possibility of attracting biases in the research output can be considered among the major limitations of a descriptive research design. To mitigate this type of limitation, the researcher has ensured the application of properly defined inclusion-exclusion criteria in order to retrieve and select only those sources aligned with the research objectives. 
[bookmark: _Toc150008548]Research Approaches 
The definition of the research approach involves the collection of plans and procedures that can focus on the overall research process. As described by Secundo et al. (2016), the research approach is considered the framework to conduct a research study to enhance performance. It is further beneficial in terms of gathering the information to reach the research conclusion. It further makes changes to the research process as per the need of the research to attract greater research outcomes. It further involves a set of assumptions, values and beliefs to guide the researcher in conducting the entire research study. There are different research approaches such as inductive, deductive and abductive research approaches that can be considered by the researcher while investigating Cross-Cultural leadership and migrant employees’ performance in the distribution industry. As opined by Al-Ababneh (2020), the inductive research approach is considered a process of developing different theories based on the research context. This approach involves data collection to develop new theories to resolve a certain business context. The goal of the inductive research approach is to develop new theories.   
Deductive research approaches are beneficial to generalise the research context focusing on the research hypothesis. The deductive research approach further involves data collection and observation considering the research context. As explained by Mehrad and Zangeneh (2019), in the case of true premises, the conclusion for the research is true in deductive research approaches. In addition, abductive research designs initiate with puzzles or surprising information to ensure a greater explanation. Abductive research approaches are made of the characteristics of both inductive and deductive approaches. 
The researcher has selected a deductive research approach to analyse cross-cultural leadership and the performance of migrant human resources in the distribution industry. This is to conduct the research study considering a general to specific manner. Inductive research approaches have been avoided by the researcher for conducting a present research study. Inductive research can attract incorrect conclusions as it has limitations regarding knowledge and evidence. High requirements of data and evidence to support the claims are considered limitations of the inductive research approaches. Apart from that, abductive research has been avoided by the researcher while performing the research activities focusing on evaluating the Cross-Cultural leadership and migrant employees’ performance in the distribution industry. As explained by de Valk and Goldbach (2021), the abductive research design is limited in terms of attracting incorrect conclusions. It can further affect the research outcomes while conducting the research in the present context. A deductive research approach has been considered in this regard to explain all the variables and concepts involved with cross-cultural leadership and the performance of the migrant employee performances concentrating on the distribution industry. However, the deductive research approach is not above all the limitations. A deductive research approach can attract false conclusions in case of false premises. Despite this limitation, the researcher has followed a deductive research approach to evaluate cross-cultural leadership and the performance of migrant employees in the distribution industry.     
[bookmark: _Toc150008549]Sources of data and search strategy
In terms of the definition of data collection, it can be said that data collection is the process of gathering information and concentrating on enhancing the research findings (Lobe et al., 2020). It can be further said that data collection helps in analysing information associated with a particular research context. It further helps in understanding the research contexts and associated variables to enhance the performance while performing the research. Data collection is further efficient in testing the research hypothesis to analyse the results while running the research activities. 
However, it is required to focus on data security and data privacy while performing the research activities. Different data collection methods can be considered in the present regard such as primary data, secondary data, qualitative data and quantitative data while analysing cross-cultural leadership and performance of the migrant human resources concentrating on the distribution industry. As described by Holopainenet al. (2023), primary data collection is the process of collecting raw data from a first-hand source. It is further beneficial to attract greater authenticity of the information while focusing on enhancing the research outcomes. Primary data collection methods involve interviews, surveys, observations and experiments. In the words of Yunuset al. (2021), the Interview method helps in attracting qualitative and detailed information in a research context. On the other hand, the survey methods are beneficial to attract primary quantitative information concentrating on greater research outcomes. However, survey methods attract close-ended responses. Observation methods are beneficial to watch the behaviours and events in a natural setting to attract greater validity of the collected information focusing on the primary data collection methods. Experiment methods of data collection involve manipulating the samples of the data collection process to attract greater performance while performing the research activities. 
Secondary data collection involves previous research in a similar research context. Apart from that, it considers the information already available from different authentic sources. Secondary data collection is considered by the researchers as it saves time and effort while performing the research activities. It also saves the expenses of the researcher while conducting the research. In this regard, the researcher is required to avoid the biases and unnecessary variables involved with the information set. Besides, qualitative information is considered the descriptive process that allows different views, feelings and opinions to enrich the research outcomes. In the opinion of Alamri (2019), in order to gain greater insights regarding the thoughts and feelings associated with a research context qualitative information is beneficial. It is further beneficial to reach a research conclusion based on the opinions from different authentic sources. Further, qualitative data collection involves different numeral values associated with a particular research context.
The researcher has selected a mixture of secondary and quantitative data collection procedures to gather information about cross-cultural leadership and performance of the migrant human resources focusing on the operations in the distribution industry. Secondary quantitative data considers numerical information available from secondary sources. The researcher has avoided primary data collection while evaluating the cross-cultural leadership and performance of migrant human resources while operating in the distribution industry. This is due to the additional time and effort requirements engaged with the primary data collection methods. Furthermore, in order to attract greater performance while involving primary information, it is required to concentrate on a larger sample size to attract valid information considering the primary data collection. Thus, it has been avoided by the researcher in the present regard. Besides, the researcher has also ignored the qualitative research approach as it is tough to maintain, demonstrate and assess the information. Apart from that, it can affect the research outcomes by misinterpreting the information gathered through considering the qualitative approach. However, the researcher has considered a secondary quantitative data collection to attract a cheaper and more affordable process, as well as all of this collecting data to analyse the cross-cultural leadership and the performance of the migrant human resources while considering the distribution industry. Secondary quantitative data collection also has some limitations. Secondary quantitative data collection is limited in terms of not getting so specific to the research needs. It can also attract biases to the research context. Despite this limitation, the researcher has followed secondary quantitative data collection while analysing the cross-cultural leadership and the performance of human resources while operating in the distribution industry. 
[bookmark: _Toc150008550]Article Selection Criteria
The articles examined in this research were selected from the certified and verified database. The database includes Google Scholar, UWTSD library and PubMed. Moreover, the selected articles from these databases are the existing research and literature on cross-cultural leadership, human resources management and organisational culture, training and development and employment relations. The rationale for this is to determine the extent of the impact of cross-cultural leadership towards migrant employees' performance. Similarly, the migrant employee relations and behaviour towards in the workplace. A total of 555 articles were examined in this research considering bringing out the most suitable articles.
[bookmark: _Toc150008551]Selection of studies
The use of the method in the selection process of studies was inclusion and exclusion as it is mentioned in the first chapter of this research within the overview of the methodology section. Screening of the articles was done aligning different inclusion and exclusion factors. Similarly, the year range of selecting the studies was also significant and a total of 6 articles were selected finally a summary is given in the thematic table of the findings and discussion section.             
[bookmark: _Toc150008552]Results
The results from the search databases highlighted that previously 555 articles were examined which had possible viability. In line with the selection of article criteria, 6 articles were recognised which had an in-depth investigation related to cross-cultural leadership impact on the performance of migrant employees. Moreover, the range of years relating to the identified studies includes 2017 to 2023 for the most recent information. On the other hand, the studies had different designs, settings, and participants along with the use of a range of approaches including qualitative, quantitative and mixed methods.
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(Source: Created by the learner)
[bookmark: _Toc150008553]Ethical Considerations
In a research approach, ethical considerations are considered a set of principles which can guide the researcher in terms of research practices and research designs in order to attract an ethical approach while running the research activities. The ethical considerations include voluntary participation of the research participants, informed consent, confidentiality, anonymity, no potential of harm and enhanced communication. Ethical considerations are required to be followed by the researcher to enhance the research outcomes while evaluating the cross-cultural leadership and performance efficiencies of the migrant human resources while considering the activities in the distribution industry. Data Protection Act 2018 allows to access the information considering right to information (Legislation, 2018). This legislation further focuses on enhancing information security and privacy while managing information. The researcher has considered this legislation throughout the research whilst analysing cross-cultural leadership and performance efficiencies of the migrant human resources, as well as considering the activities in the distribution industry. Apart from that, the researcher has focused on a secondary data collection method transparency in terms of references and in-texting has been emphasised by the researcher. The researcher has further maintained transparency while analysing the collection of information. Any kind of misinterpretation of the gathered information has been strictly avoided by the researcher to maintain the ethical approach. The collected information has been kept in the personal computer with strong password protection to ensure greater data privacy and data security. Apart from that, the researcher has used the collected information in the present academic research context to attract greater performance. In addition, the information has been discarded after using it for the present research approach.           
[bookmark: _Toc150008554]Summary of the chapter
In conclusion, the researcher has attracted an understanding of different methodological choices focusing on different viewpoints of the authors. Further, after analysing all the advantages and limitations of the research methodologies the researcher has selected the appropriate ones for the present research. In this regard, the researcher has provided proper justification for selecting or ignoring the methodological choices. The researcher has followed an interpretivism research philosophy to understand different issues associated with the present research context. On the other hand, the researcher has also selected a descriptive research design despite the limitation of attracting biases in the research outcomes to discuss the research concepts descriptively. Further, among inductive, deductive and abductive methods, the researcher has considered a deductive research approach to attract greater performance to allow existing research in a similar research context. In terms of data collection, the researcher has allowed a secondary quantitative method to attract greater performance while running the research activities. It is further beneficial to save effort and time while running the research activities considering the cross-cultural leadership and performance of the human resources and performance efficiencies of the migrant employees in the distribution industry. Further, in this chapter, the “Data Protection Act 2018” has been considered to attract greater performance in terms of managing ethical approaches. The researcher has further mentioned that data transparency and proper interpretation of the information have been focused on to attract greater performance while running the research activities.
[bookmark: _heading=h.3as4poj]
[bookmark: _Toc150008555]CHAPTER 4: FINDINGS, ANALYSIS AND DISCUSSION
[bookmark: _Toc150008556]Presentation of Findings
	Theme 
	Article 
	Author 
	Year 
	Findings 

	Significance of Cross-Cultural Leadership in the UK.
	“The generalizability of transformational leadership across cultures: A meta-analysis. Journal of Managerial Psychology, 34(3), pp.139-155.”
	“Crede, M., Jong, J. and Harms, P.,”
	2019
	Based on the meta-analytic results, transformational leadership was implemented across cross-cultural styles. Through WLS regression and RWA results, the strongest effects were observed for cross cultures to be higher on future orientation. 

	
	“Identity leadership, employee burnout and the mediating role of team identification: Evidence from the global identity leadership development project. International journal of environmental research and public health, 18(22), p.12081.”
	“Van Dick, R., Cordes, B.L., Lemoine, J.E., Steffens, N.K., Haslam, S.A., Akfirat, S.A., Ballada, C.J.A., Bazarov, T., Aruta, J.J.B.R., Avanzi, L. and Bodla, A.A.”
	2021
	The help of cross-cultural analysis was done to provide a small increase in the mean identification M2016 = 5.08 based on identity leadership. 

	Functions of HRM play a significant role in supporting cultural leadership.
	“High-performance work practices, employee well-being, and supportive leadership: spillover mechanisms and boundary conditions between HRM and leadership behavior. The International Journal of Human Resource Management, 33(10), pp.2109-2137.”
	“Hauff, S., Felfe, J. and Klug, K.”
	2022
	This article outlined the relationship between HRM and cross-cultural leadership with the help of values at M = 0.41 and SD = 0.14. This means that high-performance workplace measures implemented by the HRM is directly proportional to job satisfaction thus enhancing the leadership style. 

	
	“How do green HRM practices affect employees’ green behaviours? The role of employee engagement and personality attributes. Journal of Environmental Planning and Management, 64(7), pp.1204-1226.”
	Ababneh, O.M.A.
	2021
	A validity test was conducted in this article which outlined the engagement of the employees based on environmental aspects. Alpha, CR and AVE of 0.90, 0.91 and 0.69 respectively. 

	Impact of cross-cultural leadership on the behaviour of migrants in the workplace. 
	“Impact of cultural values on leadership roles and paternalistic style from the role theory perspective. World Journal of Entrepreneurship, Management and Sustainable Development, 17(3), pp.422-440.”
	“Arun, K., Gedik, N.K., Okun, O. and Sen, C.”
	2021
	This article was chosen based on the part of the town where the workforce for immigrants has been constantly growing. A MANOVA test was conducted to ensure that there was more than one independent and one dependent variable 

	
	“Enhancing expatriates’ assignments success: the relationships between cultural intelligence, cross-cultural adaptation and performance. Current Psychology, pp.1-21.”
	“Setti, I., Sommovigo, V. and Argentero, P.”
	2020
	In this article, descriptive statistics and analysis were used through four CFA variations which were observed at χ2 [335] = 782.70, CFI = .78, TLI = .76, RMSEA = .09, SRMR = .10


[bookmark: _Toc150008557]Table 4.1: Systematic Literature Review
(Source: Created by the learner)
[bookmark: _Toc150008558]Analysis of Results
· Theme 1: Significance of Cross-Cultural Leadership in the UK
Cross-cultural leadership happens to be that type of leadership that can ensure unity among individuals from different cultures by directing towards one common goal. It can also enable them to reveal their own individual talents. According to the opinion of Crede et al. (2019), cross-cultural values as transformational leadership are moderated based on a country’s values and any other cultural practices. Transformational leaders are those leaders who provide a vision for individualised consideration to the followers. In relation to the findings of the first article, six cultural values were observed that can enhance the strength of transformational leadership. The strongest effects were outlined on those cultures where future orientation was significantly higher. A beta of 0.31 and an R*2 of .09 indicate lesser volatility and a lower beta on gender egalitarianism of 0.37. Correlation, WLS Regression and RWA results indicated the relationship between cultural practices and design practices for the OCB Criterion. In terms of cultural practices, in-group collectivism scored the highest beta (i) of 0.32 and beta (j) of 0.89. However, the beta score for task performance based on in-group collectivism is .21. 
This means that transformational leadership is more impactful on the participants belonging to OCB in comparison to the task performance participants. The sample size weighted mean average population for OCBs is 0.33 whereas for the task performance employees, the sample size weighted mean was observed at 0.22. A higher value of beta in in-group collectivism is a positive aspect for the logistics and distribution industry since employees can portray loyalty towards the company in which they are working. However, there were negative implications based on the performance orientation to that of the leadership practices based on a task performance criterion. The correlation of OCB is positively correlated with transformational leadership with lower levels of values of assertiveness values. 
Similar to the above opinion, Van Dick et al. (2021), stated the importance of identity leadership based on cross-cultural differences. There was clear evidence of the importance of leadership on the mental health of the team members that had a negative association with three forms of leadership. Independent sample t-test samples were conducted that revealed a negligible increase in team identification. In the RQ3 tests for exploratory analysis, there was testing done on the potential effects. Based on regression analysis as a predictor and identification of the team as a criterion, the R-squared was observed at 0.26 and 0.28 respectively. The relationship between identity leadership and team identification based on cross-cultural values was the strongest based on the quality of leadership style followed by the distribution industry. The theoretical aspect of identity leadership can help in improving cross-cultural communication within the logistics and distribution industry. The final contribution observed in this article is that identity leadership negatively impacts the performance of the employees, thus affecting cross-cultural leadership in the distribution industry. Based on the findings from both articles, it can be outlined that both transformational and identity leadership have been impactful in ensuring cross-cultural communication across numerous logistics and distribution companies. 
· Theme 2: Functions of HRM play a significant role in supporting cultural leadership.
The overall function of HRM plays a crucial role in the determination and the type of employees that is required for achieving a specified set of goals and objectives. As per the avocations of Hauff et al. (2022), a high-performance workplace implemented by HRM is a pinnacle of how employee turnover can decrease thus leading to higher performance within the organisation. High-performance work has a strong correlation towards the well-being of the employees in the organisation by making contributions to the better quality of the job. In Table 3 of the chosen article, there were indirect effects of High-Performance Workplace on the health of the employees which were both positive and negative. This was demonstrated by satisfaction in their respective jobs that was represented through B = 0.26, SE = 0.03, 95% CI [0.20, 0.33] and engagement (B = 0.22, SE = 0.03, 95% CI [0.17, 0.28]. The above values signify a positive relationship between HPWP implemented by HRM on cultural leadership. 
One of the aims of this article was to outline a positive relationship between supportive cross-cultural leadership and the functions of HRM. Both HRM and cross-cultural leadership are focused on being engaged with people management approaches by communicating expectations on performance. Supportive leadership is also an important aspect for the employees based on how satisfied they are with the working conditions. HPWPs had a significant correlation with overall work performance which was evidenced by values of r = 0.27 and r = 0.29 respectively. Despite the positive relationship, a negative relationship between HRM’s HPWPs and supportive leadership was also observed. The values of the negative relationship were observed at job satisfaction which is B = -0.47, p < 0.001 and engaging with the employees portraying values of B = -0.44, p < 0.001. 
Similar to the above opinion, Ababneh (2021) stated that individual green behaviour is directly associated based on green HRM practices that are engaged with the initiatives of the environment which was demonstrated through the values of β = 0.11 and p < 0.05. Through the moderation effect of consciousness, engagement of the employees through diverse cultures and green HRM practices. The results also revealed that green HRM conscientiousness and green HRM positive affect were significantly higher with values of β = 0.19, p < 0.05 and β = 0.12, p < 0.05 respectively. On an overall scale, the main motive of this article is to provide insight into the green behaviour of the employees which can foster an engaging culture. 
There is a direct relationship between SHRM on employee turnover and overall organisational performance. The analysis was carried out through different aspects namely occupational stress, IWB and ethical leadership. This article also stated that ethical leadership implemented by the company’s HRM helped the employees to achieve the organisation’s sustainability. One of the major findings of the article written by Ababneh (2021) is the interaction formulated between HRM practices and engagement with employees. A positive impact of cross-cultural leadership can also be implemented in the logistics and distribution industry to enhance the satisfaction of the employees. 
· Theme 3: Impact of cross-cultural leadership on the behaviour of migrants in the workplace
Efficiency in cross-cultural leadership is an indication every team member is in their comfort zone. Positivity in the leadership style combined with cross-cultural aspects can help the migrants to adapt to their workplace. Cross-cultural leaders are encouraged based on their background, expectations and values by allowing them to have a better understanding of all the unique elements of their team. As per the works of Arun et al. (2021), there is a positive impact of cross-cultural leadership on immigrants in the workplace. The traditional cross-cultural leadership style is a demonstration of how culture affects leadership and attributes that can create importance within society. The article demonstrated the highest correlation among interpersonal roles where the Pearson correlation was provided as one. This was followed by information processing where the Pearson correlation was retrieved at 0.795 implying a significantly higher and positive correlation. These values demonstrate strong interpersonal communication among different cultures in terms of processing information and interpersonal roles. 
One of the most significant results observed in this article is the Asian values which tend to affect the leadership roles positively. In comparison to Asian immigrants, western immigrants are positively correlated but the correlation is lower which was observed in information processing and decision-making roles whose values were observed at 0.271 and 0.261 respectively. This can also be related to the Asians working in the logistics and distribution industry whose influence can positively impact the cross-cultural leadership roles in comparison to the influence of Western people. After conducting the MANOVA test, both Asian and Western culture immigrants are positively related to leadership roles. Concluding from the article, it can be analysed that leadership roles positively affect the work performance of immigrants which was observed in the case of the Asians. 
Contrary to the above opinion, Setti et al. (2020) stated the negative relationship between Cultural Quotient Dimensions and Adjustments of Expatriates at Work. There are several factors which can bring enhancements to the performance of the expatriates and immigrants in their respective workplaces. This can include cultural intelligence, assignment-specific performance and cross-cultural adjustment at work. These factors impact how an immigrant can work in a workplace when cross-cultural leadership is implemented in that organisation. The dimensions of meta-cognitive, cognitive and behavioural Cultural Quotient (CQ) were positively implemented on Cross-Cultural Adjustments (CCA). This was evidenced through the motivational aspects whose β = .17, t = 4.30 and p < .001 is a demonstration of positive work relation. However, there was a downfall in the relationship between CQ and CCA when employees worked in companies in their respective countries. This was demonstrated by higher values of β = .44, p < .05 and β = −.19, p < .01 respectively. Cultural distances always tend to decrease the positive relationship between CQ and CCA which can negatively affect the work of the immigrants. This is one of the biggest disadvantages of cross-cultural leadership implemented in the logistics and distribution industry. Lastly, immigrants who are working in a different country are more likely to receive a motivational cultural Quotient in comparison to the employees of their host country. 
[bookmark: _Toc150008559]Discussion of Results
The analysis claims the role of cross-cultural leadership in fostering unity and individual talent among people from various cultural origins while driving them towards a shared objective. It builds on Crede et al. (2019) and Van Dick et al. (2021), studies to emphasise the influence of transformational and identity leadership on cross-cultural communication, notably in the logistics and distribution business. On the other hand, the analysis of the literature review highlights that cross-cultural leadership plays a pivotal role in increased efficiency in the workplace. According to Khan and Ebner (2019), cross-cultural leadership is effective in boosting performance by encouraging employees from different cultural backgrounds and also ensures a global approach.
Similarly, the analysis by Crede et al. (2019), emphasises the importance of cross-cultural values in moderating transformative leadership. This leadership style offers followers with a vision and individualised attention, building a feeling of togetherness and enabling people to express their unique skills. The literature review, on the other hand, discovered that diverse corporate organisations have a higher chance of becoming market leaders. The research highlights six cultural principles that strengthen transformational leadership, with the most substantial impacts reported in societies with a strong future orientation. Furthermore, the research found a link between transformational leadership and organisational citizenship behaviour (OCB), particularly in cultures with significant in-group collectivism, which fosters business loyalty. This implies that transformational leadership has a greater influence on OCB participants than on task performance participants. As seen in the literature review section, as per Ermasova (2021), business organisations must prioritise cross-cultural leadership in order to boost overall business success. Similarly, Van Dick et al. (2021) stresses the significance of identity leadership in the context of cross-cultural disparities. They emphasise its impact on team members’ mental health and its link to team identity. The results of the thematic analysis show that successful identity leadership improves team identification, notably in the logistics and distribution business. The research emphasises the power of identity leadership to increase cross-cultural communication in this industry. 
A study by Ibrahim and Daniel, (2019), reveals that organisations have failed due to the ineffective leadership style of such organisations and corporate management teams in such situations, workers are not well organised, controlled or even coordinated; the effect of this attitude arises from ineffective leadership style, low productivity, high operating costs, the uncooperative attitude of employees, and so on.  Similarly, these two findings of the literature and thematic analysis highlight the need for cross-cultural leadership styles in fostering cross-cultural communication within logistics and distribution organisations. They emphasise that leadership styles, which are customised to cultural beliefs and practices, may improve team cohesiveness, individual performance, and employee loyalty. This case study emphasises the importance of recognising and adapting leadership approaches to the cultural diversity present in global organisations, providing valuable insights for leaders and managers in the logistics and distribution industry who want to foster unity and leverage individual talents across cultures.
Another theme goes through many areas of Human Resource Management (HRM) in regard to impact of the cultural leadership. The literature has highlighted how human resource management affects employee performance and well-being. According to the findings of literature, PiwowarSulej (2021), stated that human resource management is responsible for resolving potential disputes as well as other concerns among employees in the organisational workplace. 
On the other hand, the findings of the thematic analysis emphasise the critical function of human resource management in defining the kind of personnel required to meet organisational objectives. According to Hauff et al. (2022), implementing a high-performance workplace reduces staff turnover and improves overall organisational performance. Employee job satisfaction and engagement are favourably influenced by high-performance work settings, which contribute to their well-being. 
As opined by Hauff et al. (2022), there has been a surge of interest in the benefits of HPWPs on employee well-being, with studies disputing whether HPWPs result in better well-being or whether HPWPs boost performance at the price of employee well-being. The concerned research is also claiming that job satisfaction and engagement were positively connected with HPWP, demonstrating that such practices contribute to greater organisational cultural leadership. However, a negative association was identified between HRM's HPWP and supportive leadership, significantly influencing work satisfaction and employee engagement. Ababneh (2021), also explored the connection between green HRM practises and individual green behaviour. The research found a link between green HRM practises and environmentally responsible behaviour among workers, with conscientiousness and good effect playing important roles. The purpose of this study is to shed light on how HRM practises may develop an environmental responsibility culture among workers.
According to the literature review findings, human resource management functions play an important role in improving organisational performance by allowing individuals from diverse cultural backgrounds to be supported through cultural leadership. Furthermore, the thematic analysis emphasises the direct interrelation between Strategic Human Resource Management (SHRM) employee turnover and the organisational effectiveness as a whole. The studies used in the thematic analysis section have taken into account some important elements such as work stress, in-role behaviour (IWB) and ethical leadership. Finally, it can be stated that HRM-implemented ethical leadership is seen as a contribution to organisational sustainability. Ababneh's study also emphasises the favourable influence of cross-cultural leadership on employee satisfaction in the logistics and distribution business.
According to the results of the theme 3, the influence of cross-cultural leadership on immigrants in the workplace is a complicated and varied phenomenon. Arun et al. (2021), claimed that cross-cultural leadership can be defined as a constructive and culturally aware leadership style, which may considerably benefit team members by creating a comfortable workplace. Karadag, (2020), also investigated the relationship between leadership styles and ethical perspectives. He also discovered that confidence and faith in leaders should be prioritised in public organisations to rebuild the public's damaged trust.
On the other hand, the findings of the thematic analysis highlight that the cross-cultural strategy enables immigrant employees to adjust to their new jobs while also improving interpersonal interactions and information processing among team members from various cultural backgrounds. Notably, the research emphasises the beneficial effect of Asian values on leadership positions, implying that people of Asian origins may flourish in cross-cultural leadership contexts, notably in the logistics and distribution business. Setti et al. (2020), however, took a different approach, where they emphasised the possible issues associated with cross-cultural leadership. On the other aspect, some characteristics of Cultural Quotient may favourably benefit cross-cultural adaptations. The link between Cultural Quotient and cross-cultural adaptations declines when people operate in their respective home countries. This finding has great significance since it shows that cultural differences might impede cross-cultural leadership effectiveness, especially in the logistics and distribution industries, where such gaps may be more evident. Furthermore, the study suggests that as compared to workers in their home countries, immigrants working abroad may get greater motivational support linked to cultural intelligence.
Finally, at the end of the discussion, it can be stated that these results emphasise the complex process and impact of culture, leadership and workplace changes for immigrants. Cross-cultural leadership is obviously advantageous, but its success varies according to variables such as “cultural values, industry” and whether people work in their home country. To build inclusive and effective work environments for a diverse workforce, organisations must examine these subtleties and modify their leadership techniques appropriately.

[bookmark: _Toc150008560]CHAPTER 5: CONCLUSIONS AND RECOMMENDATIONS
[bookmark: _Toc150008561]Summary of main findings
While stating the research background and problem statement in Chapter 1, it is found that cross-cultural leadership is beneficial to managing people from different ethnic and lingual backgrounds. Further, this segment has highlighted diversity issues faced by the distribution industry. In addition, the concepts of migrant workers have been emphasised in this regard to attract greater performance while operating in the distribution industry. The research aim, objective and research questions have been clearly mentioned in the introduction chapter to get a clear view of the research context. It is further stated that the research is significant to understanding the concept of cross-cultural leadership focusing on enhancing the performance of the migrant human resources considering the UK distribution industry. Further, a brief concept of research methodology has been presented in this chapter along with mentioning the Data Protection Act 2018 and associated GDPR to enhance the ethical approaches while running the research activities considering the present research context. As well, the dissertation structure has been presented in this regard to enhance the understanding. 
In Chapter 2, it is found that diverse cultural concepts in the organisational scenario are beneficial to boost creativity and innovation while running the business performance. In this regard, the role of a cross-cultural leader is beneficial to enhance the performance to attract greater organisational performance. As modern businesses are focusing on international operations, cross-cultural leadership approaches are essential to enhance organisational performance. Cross-cultural leadership is beneficial to enhance the collaborative work culture in an organisational environment. Further, the chapter has prioritised the need for training programmes for migrant workers to enhance productivity to attract greater performance. It is further beneficial to enhance the organisational performance. In this chapter, Hofstede’s Cultural model has been presented to elaborate on differences between different cultures focusing on different global locations that make a difference in the perception of human resources. Further, a conceptual framework has been presented in this regard to clarify the context. 
In chapter 3, the researcher has gained an understanding of different research methodologies considering the different viewpoints of the authors. Further, the researcher has offered proper justifications for adapting the research methodologies to enhance the research outcomes. The researcher has followed an interpretivism research philosophy. On the other hand, the researcher has considered a deductive approach and descriptive design to evaluate cross-cultural leadership and performance of the human resources in the distribution industry. In addition, the researcher has followed a secondary quantitative data collection method to attract numeric information in the present research context. Further, the researcher has strictly followed the Data Protection Act 2018 to maintain ethical approaches while running the research operations.   
In Chapter 4, it is found that transformational leadership is beneficial to attract greater performance in terms of generating greater cultural values. Based on a regression analysis it is found that there is a significant relationship between leadership approaches and cross-cultural performances in the distribution industry. Further through the numerical information it is found that HRM actions have a greater impact on cultural leadership programmes. Further, negative leadership approaches can affect cross-cultural values in an organisational context.       
[bookmark: _Toc150008562]Conclusion based on the research questions.
The first research question was regarding the significance of cross-cultural leadership. This research question has been addressed in the LR section. In this regard, it is found that leadership encourages cross-cultural values that emphasise the collaboration approaches in the organisational culture. Apart from that theme, one of the findings and discussion section has addressed the present research context. It is found that the leadership approaches are significant in driving the employee's performance focusing on the performance of the migrant workers in the distribution industry. Transformational leadership has been found beneficial to enhance cross-cultural approaches while running business operations in the modern concept of globalisation in business performances.  
The second question was regarding the effectiveness of the HRM support concentrating on cross-cultural leadership. This question has been addressed in the LR section and further found that HRM functions are essential to deal with different conflicts in the organisational context whilst managing the workforce with diverse ethnic people. Further, in theme 2 of the findings and discussion chapter through analysing the M value and SD value it has been found that high performances can be attracted through the HRM efficiencies which are further beneficial to attract greater job satisfaction of the migrant workers. Green HRM practices and training and development programmes have been proven essential in this regard to enhance the performance of human resources to attract greater performance while operating in the distribution industry.   
The last research question for the present research was regarding the influence of cross-cultural leadership on the work behaviour of migrant human resources. This research question has been addressed in the LR section. In this regard, it has been analysed that efficient cross-cultural leadership enhance work motivation among migrant workers which is further beneficial to attract greater performance by shaping the work behaviour. Further, in the third theme of the thematic table it has disclosed that there is a significant positive influence of cross-cultural leadership on the migrant workers’ performance. The concept of cultural distances has been emphasised to attract greater performance of the migrant workers.    
[bookmark: _Toc150008563]Recommendation (Practical and Theoretical)
· Recommendation 1: Training and development programmes 
It is recommended to the organisations present in the distribution industry to attract greater performance of the migrant workers to entitle training and development programmes. In this regard, training and development for cross-cultural leaders will be beneficial to enhance their performance while operating in the distribution industry. It is further advantageous to understand different cultures while dealing with migrant workers from different cultures. Apart from that, training and development for the migrant workers to cope with different organisational cultures are beneficial to enhance their performance. Apart from that, it is crucial to attract a greater collaborative approach while running the business performance. 
· Recommendation 2: Enhancement of transformational leadership to promote a cross-cultural environment.
It is recommended to facilitate transformational leadership programmes to encourage a cross-cultural environment to enhance the performance efficiency of migrant workers. It is further beneficial to encourage a collaborative approach that is advantageous to improve the work morale of the migrant people present in the organisation. Apart from that, it encourages a shared organisational vision to enhance performance efficiencies while running business operations in the modern global business environment. 
[bookmark: _Toc150008564]Limitation of Research
The research is limited to the secondary research approach only which limits the research outcomes while focusing on analysing the cross-cultural leadership and performance of the human resources concentrating on the operations in the distribution industry. Further, the research is limited to quantitative information only which indicates a lack of qualitative approach regarding the present research context. Also, in terms of theories, the researcher has lacked diversities while presenting the theories associated with the present research context. Lastly, at the initial stages of the research a lack of understanding of cross-cultural leadership that has limited the entire research.       
[bookmark: _Toc150008565]Recommendation for Future Work
In terms of future work, the researcher can focus on both qualitative and quantitative research approaches. It is further beneficial to attract greater performance while analysing Cross-Cultural leadership and migrant employees’ performance in the distribution industry. It is further effective in attracting qualitative viewpoints on the research context. Further, both the primary and secondary research approaches can be followed by the researcher in future researchers in a similar context to enhance the research performance.  Although, this research has positively helped to understand the critical knowledge related to cross-cultural leadership in simple with less complex reasoning. Apart from this, the research has significantly highlighted some primary and secondary studies which benefited from covering the gaps in the literature. Equally, making the findings helps the literature to get a more vast and in-depth knowledge. In this way, this current research is effectively suitable for understanding the broader perspectives of cross-cultural leadership. Also, various aspects that cross-cultural leadership can focus on and implement strategies to develop a positive relationship between cross-cultural leadership and migrant workers.
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· List of articles:
	Article 
	Author 
	Year 
	Findings 

	“The generalizability of transformational leadership across cultures: A meta-analysis. Journal of Managerial Psychology, 34(3), pp.139-155.”
	“Crede, M., Jong, J. and Harms, P.,”
	2019
	Based on the meta-analytic results, transformational leadership was implemented across cross-cultural styles. Through WLS regression and RWA results, the strongest effects were observed for cross cultures to be higher on future orientation. 

	“Identity leadership, employee burnout and the mediating role of team identification: Evidence from the global identity leadership development project. International journal of environmental research and public health, 18(22), p.12081.”
	“Van Dick, R., Cordes, B.L., Lemoine, J.E., Steffens, N.K., Haslam, S.A., Akfirat, S.A., Ballada, C.J.A., Bazarov, T., Aruta, J.J.B.R., Avanzi, L. and Bodla, A.A.”
	2021
	The help of cross-cultural analysis was done to provide a small increase in the mean identification M2016 = 5.08 based on identity leadership. 

	“High-performance work practices, employee well-being, and supportive leadership: spillover mechanisms and boundary conditions between HRM and leadership behavior. The International Journal of Human Resource Management, 33(10), pp.2109-2137.”
	“Hauff, S., Felfe, J. and Klug, K.”
	2022
	This article outlined the relationship between HRM and cross-cultural leadership with the help of values at M = 0.41 and SD = 0.14. This means that high-performance work place measures implemented by the HRM is directly proportional to job satisfaction thus enhancing the leadership style. 

	“How do green HRM practices affect employees’ green behaviors? The role of employee engagement and personality attributes. Journal of Environmental Planning and Management, 64(7), pp.1204-1226.”
	Ababneh, O.M.A.
	2021
	A validity test was conducted in this article which outlined the engagement of the employees based on environmental aspects. Alpha, CR and AVE of 0.90, 0.91 and 0.69 respectively. 

	“Impact of cultural values on leadership roles and paternalistic style from the role theory perspective. World Journal of Entrepreneurship, Management and Sustainable Development, 17(3), pp.422-440.”
	“Arun, K., Gedik, N.K., Okun, O. and Sen, C.”
	2021
	This article was chosen based on the part of the town where the workforce for immigrants has been constantly growing. A MANOVA test was conducted to ensure that there was more than one independent and one dependent variable 

	“Enhancing expatriates’ assignments success: the relationships between cultural intelligence, cross-cultural adaptation and performance. Current Psychology, pp.1-21.”
	“Setti, I., Sommovigo, V. and Argentero, P.”
	2020
	In this article, descriptive statistics and analysis were used through four CFA variations which were observed at χ2 [335] = 782.70, CFI = .78, TLI = .76, RMSEA = .09, SRMR = .10

	“Building organizational innovation through HRM, employee voice and engagement.”
	“Azevedo, M.C.D., Schlosser, F. and McPhee, D.”
	2021
	HRM has a central role in the initiative which is intended to help voice and stimulate employee engagement. 

	“Leadership style in the global economy: A focus on cross-cultural and transformational leadership.”
	“Bonsu, S. and Twum-Danso, E.”
	2018. 

	Leadership style is prominent considering influencing performance, culture and profitability of business.

	“ From cultural differences to cultural globalization: towards a new research agenda in cross-cultural management studies.”
	“Boussebaa, M.”
	2021
	One way of addressing the crisis of confidence in the area is to develop a line of inquiry focused on “corporate-driven culture globalisation.”

	“Social exchange theory: Systematic review and future directions.”
	“Ahmad, R., Nawaz, M.R., Ishaq, M.I., Khan, M.M. and Ashraf, H.A.,.”
	2023. 
	Social exchange theory is the understanding of developing relationships based on cost-benefit analysis

	“Cross-cultural management revisited: A qualitative approach.”
	“d'Iribarne, P., Chevrier, S., Henry, A., Segal, J.P. and Tréguer-Felten, G.”
	2020
	Cross-cultural leadership is the approach to keep engaged employees from different cultural backgrounds for collaborative performance and diversity.

	“The (potential) demise of HRM?. Human Resource Management"
	“Dundon, T. and Rafferty, A.”
	2018
	HRM of an organisation must be performed collaboratively with the leadership of the organisation.

	“Cross-cultural issues in business ethics: A review and research agenda.” 
	“Ermasova, N.”
	2021
	Global organisation must involve cross-cultural training programmes for employees coming to work from different cultural backgrounds.

	“Maslow’s hierarchy of needs explained.”
	“Hopper, E” 
	2020
	Maslow’s hierarchy of needs describes how satisfying individual needs will lead to generating positive returns from them.

	“Cross-cultural comparative leadership studies: A critical look to the future.”
	“Herd, A. and Lowe, K.” 
	2020
	Employee demotivation has a significant impact from factors like layoffs in the present business environment.

	“Localising Leadership: Empirical investigations of cross-cultural differences in leadership styles and practices.”
	“Higgins, C.”
	2020
	Practicing diversity influence to boost creativity and innovation in the organisation.

	“Impact of leadership on organisational performance.”
	“Ibrahim, A.U. and Daniel, C.O.”
	2019
	Organisation wil fail to manage a cross-cultural workforce without effective leadership in the business.

	“Social Exchange Theory.”
	“Davlembayeva, D. and Alamanos, E.”
	20203
	Social exchange theory gets criticised related to its relationship development only for personal needs through cost-benefit analysis.

	“Does the global migration matter? The impact of top ten cities migration on native nationals income and employment levels”
	“Ji, G., Cheng, X., Kannaiah, D. and Shabbir, M.S.”
	 2022
	Migrants employees play a significant role in the current global market promoting cultural diversity worldwide.

	“The effect of educational leadership on students’ achievement: A cross-cultural meta-analysis research on studies between 2008 and 2018”
	“Karadag, E.”
	2020
	There should be an alignment between ethical perspective and leadership style in organisation. 

	“The Palgrave handbook of cross-cultural business negotiation.”
	“Khan, M.A. and Ebner, N”
	2019
	Cross-cultural leadership are important to implement for understanding cross-cultural employees with their limitations.

	“The cross-cultural variation of the effects of transformational leadership behaviors on followers’ organizational identification: The case of idealized influence and individualized consideration in Finland and Russia.”
	“Koveshnikov, A. and Ehrnrooth, M.”
	2018
	Cross-cultural leadership has the potential to influence employees' behviour in the workplace from different cultural backgrounds.

	“Globalization in transition: The future of trade and value chains”
	“Lund, S., Manyika, J., Woetzel, J., Bughin, J. and Krishnan, M.”
	2019
	Globalisation is the prominent factor which opens doors for individuals from different cultures background work in different countries or markets.

	“Core functions of Sustainable Human Resource Management. A hybrid literature review with the use of H‐Classics methodology”
	“Piwowar‐Sulej, K.”
	2021
	Human resource management of an organisation is the responsible function for resolving any conflicts or related issues in the workplace and among employees.

	“Fundamentals of research methodology problems and prospects”
	“Nayak, J.K. and Singh, P.”
	2021
	Research philosophies involve a basic set of beliefs that guide to conducting a research.

	“Research methodology tools and techniques.”
	“Pandey, P. and Pandey, M.M.”
	2021
	Reseaerch methodology is considered as an efficient strategy for collecting data and examining them for conducting research.

	“Handbook of research methodology”
	“Mishra, S.B. and Alok, S.”
	2022
	It is identified that secondary qualitative research takes less time as well as cost in comparison to primary research.

	“Workplace inclusion–exclusion and knowledge-hiding behaviour of minority members.”
	“Miminoshvili, M. and Černe, M”
	2022
	In an organisation influencing migrant employees' behaviour will bring the positive outcome of a diverse workforce and higher collaborative performance.

	“Comparison between qualitative and quantitative research approaches: Social sciences.”
	“Mehrad, A. and Zangeneh, M.H.T.”
	2019
	In alignment with deductive research in case of true premises the conclusion of the research is true.

	“Managing intellectual capital through a collective intelligence approach: An integrated framework for universities.”
	“Secundo, G., Dumay, J., Schiuma, G. and Passiante, G.”
	2016
	It is recognised that the research approach is determined as the framework for conducting research with enhanced performance.

	“Developing and Publishing Strong Empirical Research in Sustainability Management—Addressing the Intersection of Theory, Method, and Empirical Field.”
	“Seuring, S., Stella, T. and Stella, M.”
	2021
	In consideration of stages of research methodology are philosophies, approaches, strategies, choices, time horizon along techniques and procedures.

	“March. Cross-cultural professional communication in the context of globalization.” 
	“Shamne, N.L., Milovanova, M.V. and Malushko, E.Y.”
	2019
	It is identified that the significant objective of cross-cultural leadership is to improve or increase the performance of the overall organisation.

	“Research design and methodology.”
	“Sileyew, K.J.”
	2019
	In conducting research descriptive research design supports to increase in the reproducibility of the whole study.

	“Cross-cultural leadership behavior adjustment and leader effectiveness: a framework and implications.”
	“Tsai, C.J.” 
	 2022
	It is acknowledged that the idea of cross-cultural leadership is bounded by the perspective of various leadership styles that have the ability to differentiate the different cultures.

	“Cross-cultural research must prioritize equitable collaboration.”
	“Urassa, M., Lawson, D.W., Wamoyi, J., Gurmu, E., Gibson, M.A., Madhivanan, P. and Placek, C.”
	2021
	The cross-cultural leaders are able to relate or connect them with others coming from different cultural background.

	“Creative methods in qualitative interviews with higher education students: a graph sketching and photo-card activity.”
	“Yunus, N.H.M., Paimin, A.N. and Ghafar, M.H.F.A”
	 2021
	It has been obtained that the method of interview process positively help considering to acquire qualitative along with in-depth information in conducting research.

	“Sustainable development: The role of green HRM”
	“Zubair, D.S.S. and Khan, M.”
	2019
	Human resource management has different types of functions to complete and each has its significant purpose and value.

	“Qualitative data collection in an era of social distancing.”
	“Lobe, B., Morgan, D. and Hoffman, K.A” 
	2020
	Data collection process is a significant aspect of conducting research and making the study more significant with extensive research data and information.

	“Research methodology: A step-by-step guide for beginners.”
	“Kumar, R.”
	2018
	It is recognised that a descriptive research design is suitable and effective in its utilisation for conducting secondary research.
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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)
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i/ Student Number: 1914830

ﬂ Programme of Study: Master of Business Administration
H Director of Studies/Supervisor: | Dennis Pepple




image7.jpeg
5' PG2/E1FORM

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

If Yes, please indicate source of
approval (and date where known):

obtained from the relevant source Other (write )

prior to seeking ethical approval _

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, location-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. You may
add rows to this table if needed.

UWTSD Research Ethics & Integrity Code of Practice
UWTSD Research Data Management Policy

SECTION D: External Collaborative Research Activity

If there are external collaborators then you should gain consent from the contact persons to share their
personal data with the university. If there are no external collaborators then leave this section blank and
continue to section E.

Institution
i

Contact person e-mail address

Are you specifically employed to Voluntary
undertake this research in either a
paid or voluntary capacity?
Is the research being undertaken If YES then the
within an existing UWTSD Athrofa permission question
Professional Learning Partnership below does not need
(APLP)? to be answered.

H Has permission to undertake the (IFYES attach copy)

research has been provided by the If NO the application

partner organisation? cannot continue

Where research activity is carried out in collaboration with an external organisation

n Does this organisation have its own ethics approval system? n
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If Yes, please attach a copy of any final approval (or interim approval) from the organisation (this
may be a copy of an email if appropriate).

SECTION E: Details of Research Activity

Indicative title: C_ros_s C_ultu_ral leadership and migrant employees” performance in the
distribution industry
Proposed start date: 12/09/2023 Proposed end date: 11/01/2024

Introduction to the Research (maximum 300 words per section)

Ensure that you write for a Non-Specialist Audience when outlining your response to the
points below:

Purpose of Research Activity
Proposed Research Question
Aims of Research Activity
Objectives of Research Activity

Demonstrate, briefly, how Existing Research has informed the proposed activity and explain

What the research activity will add to the body of knowledge
How it addresses an area of importance.
Purpose of Research Activity

The significance of the study is to highlight various factors of cross-culture leadership in the
behaviour of migrant employees from the distribution industry. The migrant workers represent a high
percentage of UK labour force and due to several factors (e.g. Brexit, post pandemic era), some of
them are tempted to return to their original country. If more and more will do that, warehouses will
face severe staff shortages since 1 in 4 employees is represented by a migrant employee.

Research Question

1. Why cross-cultural leadership is important in the UK?

2. How does HRM support cultural leadership?

3. What impact does cross-cultural leadership have on migrants' behaviour at work?

Aims of Research Activity
The research aims to figure out appropriate issues faced by cross-cultural leadership and the]

performance of migrant employees in the distribution industry. The research aims to find possible]
solutions for better evaluation.

Objectives of Research Activity
e To identify the importance of cross-cultural leadership in the UK distribution industry

e To objectify the way that HRM supported the factors of cross-cultural leadership

July 2021 PG2 Ethical Approval Form
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e To analyse the significant impact cross-cultural leadership has on the behaviour of migrants in|

the distribution workplace

Proposed methods (maximum 600 words)

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. You do not need to
justify the methods here, but should instead describe how you intend to collect the data necessary
for you to complete your project.

The main research method selected for this dissertation is systematic literature review. Several
journals and articles will be analysed in order to present a better understanding of the problem in
hand and outline the aims of the research. Secondary qualitative research will focus on different
author's opinion and it will help the researcher to achieve the desired outcome. All the GDPR
requirements and the data protection regularizations will be implemented while caring out the
research. The research methodology is based on Saunder's research onion model and it will describe:
research philosophies, approaches, design, assumptions and data collection.

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

All respective data as well as information will be collected from authentic resources which are UWTSD)|
Library, Google Scholar, articles, and journals. Marinatance of ethics while collecting data is necessary|

for better authentication.

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
quidelines (e.qg. 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
and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do
the research then please state this.

Use of documentation not in the public domain: Are any documents NOT
publicly available?

If Yes, please provide details here of how you will gain access to specific documentation that is not
in the public domain and that this is in accordance with the current data protection law of the
country in question and that of England and Wales.

July 2021 4 PG2 Ethical Approval Form
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Does your research relate to one or more of the seven aims of the Well-being
of Future Generations (Wales) Act 2015?

2 | A prosperous Wales

3 | Aresilient Wales

H

o [Avscromemvorommnes
7
o
Q

17 | A Wales of vibrant culture and thriving Welsh language

A globally responsible Wales

If YES to any of the above, please give details:

SECTION F: Scope of Research Activity

I e T L
[T [ s wsiomare o s s o

Use of participant diaries?
- Use of video or audio recording?
ﬂ Use of computer-generated log files?

17 Participant observation with their knowledge?
Participant observation without their knowledge?

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

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

m Procedures that may have a negative impact on the environment?
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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

If there are no participants then do not complete this section, but go directly to section H.

Who are the intended participants:
YES
Students or staff at the University?

Vulnerable adults?
Children and Young People under the age of 187 (Consent from Parent, Carer or
Guardian will be required)

Prisoners?

YYoung 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 indicate the participants below, and specifically any group who
may be unable to give consent.

Adults (over the age of 18 and competent to give consent)?
A ifi

Details of any other participant groups:

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

How many participants are
expected?

Who will the participants be?

How will you identify the
participants?
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- Information for participants:

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

m 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
|7 | consent i bong obsor e |
Will you tell participants that they may withdraw from the research at
7 |y e o anyremsont |
With questlonnalres will you give participants the option of omitting
ﬂ

Will you tell participants that their d: ata will be tr
confidentiality and that, if published, it will not be |dent|fable as theirs?

Will you debrief participants at the end of their participation, in a way
appropriate to the type of research undertaken?
22 | If NO to any of above questions, please give an explanation

- YES

Information for participants:
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
26 7 s o .
University arising from this study?
Will the research activity involve deliberately misleading participants in
27 5 : 3
any way, or the partial or full concealment of the specific study aims?

If YES to any question, please provide full details

SECTION H: Anticipated Risks

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.

If you have completed a full risk assessment (for example as required by a laboratory, or external

Risks to participants

For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm,
transfer of personal data, sensitive organisational information

Risk to participants:

Laptop might break down, loosing information
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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 actually illegal is discovered in the course of a project,
it may need to be disclosed to the proper authorities

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

How you will mitigate the risk to the investigator:

How you will mitigate the risk to environment:

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.

If YES, please give the certificate number. If the certificate number is not
available please write “Pending”; in this case any ethical approval will be
subject to providing the appropriate certificate number.

Tnformed 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
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data collection begins. If gaining consent in this way is inappropriate, explain how consent will be
obtained and recorded in accordance with prevailing data protection legislation.

Conﬁdentlahty Ant;nj/mity

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

SECTION J: Data Protection and Storage

Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018
“DPA")?

“Personal data” means any information relating to an identified or identifiable
natural person (‘data subject)). An identifiable natural person is one who can
be identified, directly or indirectly, in particular by reference to an identifier
such as a name, an identification number, location data, an online identifier or
to one or more factors specific to the physical, physiological, genetic, mental,
economic, cultural or social identity of that natural person. Any video or audio
recordings of participants is considered to be personal data.

. Does the research activity involve personal data (as defined by the General

“Special category data” means sensitive personal data consisting of information as
to the data subjects’—

(a) racial or ethnic origin,

(b) political opinions,

(c ) religious beliefs or other beliefs of a similar nature,

(d) membership of a trade union (within the meaning of the Trade Union and Labour
Relations (Consolidation) Act 1992),

(e) physical or mental health or condition,

(f) sexual life,

(g) genetics,

4

Will data from the research activity (collected data, drafts of the thesis, or
materials for publication) be stored in any of the following ways?

| 6 |
=

University computers?
7 | Private company computers?

N}
N}
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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 the security of the data collected, data
confidentiality, including details of backup procedures, password protection, encryption,
anonymisation and pseudonymisation:
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17

If YES to any question, please provide full details, explaining how this will be conducted in
accordance with the GDPR and Data Protection Act (2018) (and any international equivalents,
where appropriate):

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

N
&

N -
S N

22

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

Give detalls of data storage arrangements, including security measures in place to protect the data,
where data will be stored, how long for, and in what form. Will data be archived — if so how and if
not why not.

The data will be saved on the one drive which is password protected
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lease indicate if your data will be stored in the UWTSD Research Data Repository (see
ps://researchdata.uwtsd.ac.uk/ ). If so please explain. (Most relevant to academic staff)

I NA

onfirm that you have read the UWTSD guidance on data management (see
26 | https://www.uwtsd.ac.uk/library/research-data-mana ement/) YES
onfirm that you are aware that you need to keep all data until after your n

research has completed or the end of your funding
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SECTION K: Declaration

The information which | have provided is correct and complete to the best of my knowledge. | 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 | hereby confirm that | undertake to ensure that the above named

research activity will meet the Unlversnys Research Ethics and Integnty Code of Practice which is
published on the website: hitps://www.uwtsd.ac uk/research/research-ethics/

- Stonature of applicant _h

For STUDENT Submissions:
2 Director of
Studies/Supervisor:
| I

For STAFF Submissions:

Academic Director/ Assistant
Dean:
O T I

Checklist: Please complete the checklist below to ensure that you have completed the form according to the
guidelines and attached any required documentation:

have read the guidance notes supplied before completing the form.

have completed ALL RELEVANT sections of the form in full.

confirm that the research activity has received approval in principle

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

have attached a full risk assessment (where appropriate) ONLY TICK IF YOU HAVE
ATTACHED A FULL RISK ASSESSMENT

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.

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 Academic Director.

All communications relating to this application during its processing must be in writing and emailed to
paresearch@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.

This form is available electronically from the Academic Office web pages:
https://www.uwtsd.ac.uk/academic-office/appendices-and-forms/
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desire to become the most that one can be

Esteem
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