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Executive Summary 
This proposal presents a study examining how leadership communication styles influence employee motivation and job satisfaction within Finsbury Food Group, a major UK food manufacturing company. The core objective is to evaluate the effectiveness of different leadership communication approaches particularly transformational, transactional, and emotionally intelligent styles in fostering employee engagement and well-being in a fast-paced, culturally diverse production environment. Using a pragmatic, mixed-methods design, the study integrates quantitative surveys and qualitative interviews to triangulate data and capture both broad trends and nuanced employee perceptions. Grounded in Transformational Leadership Theory, Leader-Member Exchange (LMX), and Path-Goal Theory, the research will analyse how specific communication strategies support motivation, job satisfaction, and conflict resolution.
Anticipated outcomes include the identification of communication-based leadership practices that are most effective in high-pressure industrial settings. The findings will offer practical recommendations for improving internal communication, leadership training, and workforce management strategies tailored to the food production sector. The study aims to fill critical gaps in existing literature by addressing industry-specific communication challenges and how leadership messages are interpreted across different generational and cultural groups. Ultimately, this research will provide academically grounded, actionable insights with direct relevance for organizational leaders seeking to enhance employee satisfaction and productivity through effective communication 

[bookmark: _Toc201432338]1. Introduction
In contemporary organizations, leadership communication becomes an essential element that determines employee experiences and results (Rehman, 2024). Good communication is a strategy for conveying organizational values, establishing performance requirements, coordinating groups, and involving individuals (Sun et al., 2023). Modern-day corporate communities, especially those operating in the labour-intensive and high-speed mode such as food production companies, when their leaders interact with workers directly through words, have a significant impact on their motivation, as well as meeting their needs in terms of job satisfaction. The proposal aims to investigate these relationships in the case of Finsbury Food Group, which is a leading cake production company in the UK with over 850 permanent staff and produces 41 million cakes per year. Finsbury Food supplies to major companies like Tesco, Asda, Morrisons, Waitrose with products ranging from Thorntons, Disney and Mars.  Finsbury Food has reportedly turnover of £452.4 Million in June 2024.
The notion of leadership has ceased to be a view of decision-making or an act of power (Puyo, 2022). Instead, communication is the essence of leadership conduct, and it demonstrates the capability of a leader to communicate with their workers, sell values, and establish a shared vision. A study by Graen and Uhl-Bien (1995) highlighted that even informal interactions of leaders with their workers have a strong influence on their perception of the organization's support, which is a critical predictor of satisfaction and engagement. Equally, a transformational and charismatic style of communication is associated with higher employee morale, lower absenteeism, and better organizational commitment.
Despite the emerging literature, some research concentrates on a generalized situation (or abstraction) instead of explicit contexts that require communication styles that are unique to an industry that involve complicated production environments or the presence of regulators and high production pressure. The study will enable them to connect the gap by focusing on one company, Finsbury Food Group, where communication in leadership is vital to achieving high productivity and staff morale.

[bookmark: _Toc201432339]1.1. Background
Finsbury Food Group is a very dynamic industrial entity with a diverse workforce, sophistication, and complex operations, which make communication in leadership a critical management process (Alvesson and Kärreman, 2011). The success of the company in terms of delivering quality in various products and product lines is highly reliant on its capability of reaching out to workers with different job descriptions, including those who work in the line of production and the administrative staff. Leadership communication in such a complex environment is not only an organizational support means of completing technical tasks but is an essential way of building organizational culture. 
Leadership styles of communication are mainly divided into transformational, transactional, autocratic, democratic, and laissez-faire. Transformational communication (combining the expression of a strong vision and treating employees as unique individuals) is specifically effective in settings that deal with a high level of flexibility (Avolio, 2004). On the one hand, transactional communication, which derives authority from structured interactions and results-based feedback, provide clarity when it comes to the occupations associated with the tasks. This information about the way the styles are operationalized at the Finsbury Food Group is essential in coming up with communication-driven interventions that could improve motivation and job satisfaction. The literature has already suggested that when communication is poor, then workplace stress, ambiguity, and disengagement among employees are higher. On the other hand, a study published by Avolio (2004) reveals that the employee sentiment level considerably grows in an environment where managers are open, empathetic, and open to two-way communication.
[bookmark: _Toc201432340]1.2. Research Rationale / Problem Statement
Motivation and job satisfaction among employees prove to be a critical element in maintaining an efficient and strong organization in the case of an industry such as food manufacturing, where work challenging and tedious. Although various forces affect employee outcomes- namely remunerations, work-life balance, and recognition- leadership communication has become a key mediating factor (Race and Vidal-Hall, 2019).
With references to Finsbury Food Group, pre-dispositive evidence and unofficial data indicate a lack of equality in the degree of employee satisfaction by unit. The varying leadership styles of communication could also dictate such differences, but empirical evidence to back the argument is scanty. In addition, various forms of workforce, language issues, and physical division of teams across production floors, offices, and logistical processes make communication difficulties even worse (Zwozdiak-Myers, 2020).
Despite the number of studies related to the positive relationship between satisfactory communication and organizational performance not many of them have been able to isolate the variable of communication, taking into consideration that in the real conditions of food production employee safety, hygiene compliance, and time-sensitive delivery requirements all play a role in leadership conduct (Amin and Munsi, 2020). Such a literature gap is why examining the concept of leadership communication in the sector is required, as well as its concrete effects on job satisfaction and motivation. Furthermore, much more appreciation of the role of communication in addressing workplace conflict has been identified. According to Zwozdiak-Myers (2020), veridical communication can prove to be better than rigid grievance channels in resolving interpersonal tension. In that way, the conflict-resolution role of leadership communication in the Finsbury Food Group has both academic value and managerial value.
[bookmark: _Toc201432341]1.3. Research Aims and Objectives
The primary objective of the study is to examine the connection between leadership communication style and employee motivation and job satisfaction in the Finsbury Food Group. The research will evaluate the influence of certain communication behaviours, especially transformational and charismatic styles, on employee engagement and well-being in a high-stress manufacturing field.
The specific objectives are:
· To analyse leadership communication styles used by Finsbury Food Group’s management.
· To explore the impact of these communication styles on employee motivation.
· To evaluate how leadership communication affects employee job satisfaction.
· To assess how leadership communication contributes to workplace conflict resolution.


[bookmark: _Toc201432342]1.4. Research Questions
The following research questions guide this study:
· What leadership communication styles are used by Finsbury Food Group management?
· How do these communication styles impact employee motivation?
· What is the relationship between leadership communication and job satisfaction at Finsbury Food Group?
· How does leadership communication affect workplace conflict resolution?
[bookmark: _Toc201432343]1.5. Research Scope
The study will target the staff and the management of Finsbury Food Group in Cardiff and its head office in Scotland. Purposive sampling will facilitate the inclusion of a wide range of roles, departments, and levels in the company. To find out more about the complexity of leadership communication and the perceived effects it produces, the proposed study will employ a mixed-method research design since it will include both quantitative surveys and qualitative interviews (Biesta, 2021). Even though the design of the case study does not guarantee the generalization of the results to other organizations due to the narrow focus, it does maximize the internal validity and results in a detailed analysis of the themes. The project will provide recommendations that can be applied in the case and can be used in corporate communications in other manufacturing companies operating in the UK or other countries.
[bookmark: _Toc201432344]1.6. Significance of the Study
This study is not only of theoretical importance but also practical. In theory, the study fills the gaps in the literature on leadership and organizational communication with an elaborate, contextually enriched description of the communication style's impact on motivation and job satisfaction within the manufacturing industry (Blaikie and Priest, 2019). It will broaden the scope of transformational and charismatic leadership communication as it will be tested in the application area of high-volume industries with low margins where the role of leadership is not paid much attention.
In a practical sense, the study will bring forth specific knowledge to the leadership groups at the Finsbury Food Group. Repertoires of successful behaviours that emerge in communication could be incorporated in training programs around leaders and their leadership, as well as retention strategies, and support the development of a more involved and integrated organizational culture (Braun and Clarke, 2006). In addition, the research will offer the company a guide on how to mitigate conflicts by instilling better communication practices such that it is better placed to address interpersonal and operational issues. On a human resource management level, the results will be helpful in the creation of employee engagement surveys, updating the onboarding communication, and aligning the internal message with the overarching organizational objectives. Such interventions can lead to a considerable decrease in absenteeism and an increase in productivity measures, which are very important in an industry where the quality of labour and cost control are taken very seriously
[bookmark: _Toc201432345]2. Literature Review
[bookmark: _Toc201432346]2.1. Introduction
The importance of the effective and clear communications of the leaders of an organisation in modern businesses cannot be underrated, especially when referring to the effects of leader communication on the growth of motivation and satisfaction with the work. Leadership communication involves more than the content of messages; it also involves the style, frequency and emotional tones of sending messages. It is through this mechanism that leaders can develop organisational climate, impact the extent to which employees are engaged, and influence overall workplace attitudes. Several researchers have reiterated the importance of communication by organisational leaders in directly influencing how employees feel about trust, fairness, support, and being aligned with organisational values (Bryman, 2006). Since organisations are collaborating progressively more with highly motivated and satisfied employees to maintain a competitive advantage, especially in high-turnover industries such as manufacturing and food production companies, leadership communication plays an even more significant role.
This literature review seeks to address the issue of the influence of various leadership communication styles on motivation and job satisfaction by the employee. It starts with the theoretical underpinnings which form the study of leadership communication. Following this, the review combines the empirical data within major thematic areas, namely motivation, job satisfaction, conflict management, context, cultural and generational differences, and communication channels (Bell et al., 2022). It finds any gaps that exist in the literature and finally ends with a conclusion of what it has found after reviewing the literature, which would be used to guide the current research.
[bookmark: _Toc201432347]2.2. Theoretical Underpinnings
The study is underpinned by three major theoretical concepts, namely Transformational Leadership Theory, Leader-Member Exchange (LMX) Theory and Path-Goal Theory. Together, these models offer a very strong perspective through which one can analyse how the various communication styles employed by leader’s impact employee motivation, job satisfaction and conflict resolution which are key variables that are consistent with the research objectives.
Transformational Leadership Theory (Bass & Bass, 1985) shows a different focus on leaders, as they influence their employees through a powerful vision, by accomplishing personal need and intellectual distraction. Communication in this sense, is not the broadcasting of information but a process of emotional connection and synchronicity of personal and organisational values. This theory can be applied to both Objective 2 (the investigation of how communication styles affect motivation) and Objective 3 (job satisfaction) by ensuring that survey items are designed to gauge the affective and visionary nature of communication that leaders articulate (e.g. using MLQ-5X). It also helps in the argument that emotionally intelligent and transformational communication shows positive correlation with the employee engagement and job satisfaction in high-stress situations.
Leader-Member Exchange (LMX) Theory conceptualizes communication as the basis of differentiated leader-employee relationships founded on trust, respect, and reciprocal support (Graen and Uhl-Bien, 1995). This theory plays a significant role in explaining the difference in job satisfaction because of good quality relationships. It will dictate interview procedures that investigate how the employees view the frequency, openness, and quality of communication by their immediate supervisors. LMX theory is also aligned with Objective 1 (analysing leadership communication styles) and Objective 4 (conflict resolution), particularly in uncovering relational asymmetries among various departments in the case study.
Path-Goal Theory (House, 1996) adds to the above to emphasize differential leadership styles of directive, participative, supportive, and achievement-oriented as adaptive to the situational and personal requirements. It assumes that communication is a tool that makes goals clear, manages the barriers and helps. To explain the role of leaders adapting to their communication to their motivation (Objective 2) and workplace conflict reduction (Objective 4), this theory directly applies. In addition, the framework of Path-Goal Theory supports the construction of the qualitative interview guide by probing the instances of clarity, direction and encouragement in opportunities of conveying and receiving the messages among the employees.
These theories constitute a unified framework that will be used to direct the design of data collection tools, the generation of coding themes used in the qualitative analysis, and the explanation of the results. Their consistency with the pragmatic mixed-methods design allows them to promote the multidimensional interpretation of the impact of communications styles on the employee outcomes within the unique operation environment of the Finsbury Food Group.
[bookmark: _Toc201432348]2.3 Leadership Communication and Employee Motivation
It is the concept of many empirical investigations that the communication used in effective leadership plays a huge role in enhancing the motivation of employees. Deci and Ryan (2000) outlined that intrinsic motivation is fulfilled by satisfying autonomy, competence, and relatedness. Leaders’ ought to re-enforce these needs using communication, e.g., by providing feedback, listening to people, and rewarding effort to have a high level of motivation.
According to a study carried out by Dubois and Gadde (2002), the communicative competence that was established based on being transparent, empathetic, and responsive would indicate motivation in various sectors very strongly. Eisenhardt and Graebner (2007) echoed this here. In their attempt to establish that employee commitment and work engagement were high when internal communication met employee value, they proved this wisdom. Dubois and Gadde (2002) detected the ability of leaders who have shown empathy and care to communicate and establish communication has a powerful effect in service industries, where emotional labour is high. 
The boundaries of transformational or emotive communication are, however, highlighted, as argued by other researchers. Holmwood (2010) warned that failures by associating rhetoric about the importance of motivating with action lead to cynicism and loss of morale. Holmwood (2010) also proposed that the attributes of followers, work orientation, or past experiences interfere with the effectiveness of motivational communication.
[bookmark: _Toc201432349]2.4 Leadership Communication and Job Satisfaction
High-quality leadership communication is already becoming a primary factor of job satisfaction, especially in industries with high employment rates like food manufacturing (Halim et al., 2021). Classically understood as a positive emotional reaction following an appraisal of job, job satisfaction is currently widely perceived in terms of psychological security, expected task and clarity, and perceived leader availability, which all heavily rely on the practices of communication (Blake-Beasley, 2023). The idea that leaders should maintain open, consistent, and responsive communication has been corroborated with recent research findings, which also demonstrated that it helps to create the feeling of belonging and support. Pan and Sen, (2024) have determined that leader accessibility and empathic communication had a huge positive impact on job satisfaction and organisational commitment in manufacturing firms particularly with culturally diverse teams. Based on their results, they found that leadership communication is an avenue connecting the role expectation to the perceived support. Pang et al (2025) examined the food production industry and found that frontline workers expressed greater job satisfaction when constantly given feedback by their supervisors and when a two-way communication channel was established. In their work, the researchers observed that the physical strain and monotony of work in these settings render negative communication, particularly that which is not direct and in real-time, vital to morale and motivation.
On the other hand, communicative styles that either give an over-directive or one without feedback have been found to affect job satisfaction negatively (Dimokas, 2025). The article by Fleming, (2024) did a cross-sectional analysis of a set of manufacturing companies in the UK, including food manufacturers, and revealed that autocratic communication was associated with alienation, reduced intrinsic motivation, and increased intentions to leave their positions. Such impacts were more severe in multi-generational teams where preferential modes of communication occurred. Notably, Hyland-Wood et al., (2021) warn that not all participative communication strategies work out. Indeed, participative communication strategies are not always constructive. In their study of production-line employee self-efficacy, they reported that when employees were less self-efficacious, they tended to find open-communication structures too daunting or unclear. This reinforces the idea that effective leadership communication must be flexible and circumstance responsive.
In addition, Shrivastava et al. (2022) clarified that communication as a part of emotionally intelligent leadership can not only lead to the development of job satisfaction but also ensure protection against stress induced by high production rates. Their analysis in various food processing facilities in Europe established that trust-building communication reduced perceived role conflict and positively influenced job attitudes. This evidence contributes to the applicability of the leadership communication style as one of the main variables explaining the concept of satisfaction and retention of employees in a complex, process-driven organization such as the Finsbury Food Group. They also support the adaptability of matching communication activities and employee attributes viz., culture, generation demands, and assignment design.
2.5 Conflict Resolution Communication
The leadership communication in the conflict is significant because it can help decrease the conflict and the dropped cohesion in the workplace (Irwan, 2024). Newer studies are now highlighted on the importance of transparency, emotional regulation, and respect as foundations of effective conflict resolution. In line with this, Thompson (2024) found that manufacturing supervisors with low interpersonal conflict and absenteeism consequences received a significant reduction when communicating clearly and non-escalatory. Their research within industrial contexts in the UK demonstrated effective interventions achieved through empathetic and sincere conversations helped restore trust after conflict.
Neck and Neck (2025) similarly found that emotionally intelligent communication-defined as active listening and positive criticism-was necessary to maintain psychological safety amid hierarchical conditions of work. Leaders responding calmly and clear during conflict episodes encouraged employees to speak up and suggest solutions. Nevertheless, Rice and Searle, (2022) warn that in conflict situations, overly top-down or directive communication can reduce employee voice, which prompts passive adherence, as opposed to genuine resolution. Their results emphasize the significance of a combination between power and relationship openness in conflict management within manufacturing teams.
2.6 Industry-Focused Highlights: Food Production and Manufacturing
In the context of food production and manufacturing, leadership communication must be adapted to operational constraints, including shift work, high levels of noise, and multicultural teams (Calderon et al., 2024). Mata et al. (2021) concluded that these short and structured communication units, including visual prompts, verbal snack updates, and positive micro-talks, enhanced the performance of the employees and minimized operational errors in a bakery setting. Chis et al., (2025) discovered that recognition and regular updates task-based provision by supervisors were associated with lower absenteeism levels in the food processing plants. Their research highlighted the inspirational influence of leader recognition within very routine settings.
Besides, Lee et al. (2021) believed that communication should be designed to deal with physical limits of production lines. Visual messaging systems (e.g., dashboards, colour-coded alerts) proved much more effective than long-form verbal instruction. Nevertheless, they observed that in the absence of such practices to be complemented by relational communication (e.g., team check-ins or appreciation messages), the sense of alienation did not diminish. These results indicate that leadership communication within these settings should be balanced in terms of efficiency and emotional resonance to enhance satisfaction and consistency in operations.
2.7 Communication Cultural and Generational Difference
Contemporaries and cultural diversity often characterize the manufacturing workforces; therefore, there is a need of delicate leadership communication. Pepper et al., (2024) used the Communication Accommodation Theory and demonstrated that communication adaptation notably increased perceived inclusion and engagement on diverse shift teams in a UK packaging factory. Preference to Generations also affects the way communication is received. According to Bewry, (2025) Gen Z and younger Millennial had informal, high-frequency communication with quick feedback loops, particularly on mobile platforms and messaging apps. On the other hand, the elder employees were sensitive to conciseness, regularity and the need to have briefings. Communication agility by the leaders, in adapting tone, format, and style with the teams contributed to a higher cohesion and trust between generations (Kelta Tabaku, 2024). Bouchard et al., (2024) cautioned that a mismatch in communication with cultural or generation dynamics might lead to disengagement or misunderstanding, especially in inter-functional teams.
[bookmark: _Toc201432354]2.9 Research Gaps
Although there is a significant amount of literature on this topic, there remain a few gaps in how the issue of leadership communication affects motivation and satisfaction. To begin with, most studies are based on self-data, whereas cross-sectional data has a limit in terms of causal inference (Bouchard et al., 2024). Second, the operational areas, such as food production and logistics, are less covered in terms of research, even though their peculiarities of communication are outspoken. Third, a large amount of research does not make a distinction between intended communication and perceived communication without considering the interpretation of employees as a mediator of this process (Pepper et al., 2024). Fourth, not many models combine cultural, generational, and technological variables in one framework of the effectiveness of communication.
[bookmark: _Toc201432355]2.10 Chapter Summary
To summarize, the literature on the issue of leadership style of communication and its impact on staff motivation and job satisfaction is quite supportive of the claim that this factor can have a significant influence on employee motivation and job satisfaction. Positive results are always obtained using transformational/emotionally intelligent and participatory types of communication. However, the effects are very contextual as they differ in sectors, cultures, and generations, as well as communication platforms. The Transformational Leadership, LMX, Path Goal, and Communication Accommodation theoretical models are potent frameworks that need to be implemented in modern-day reality.
[bookmark: _Toc201432356]3. Methodology 
This section presents the research design and methodological outline that will be followed in this study to examine the effect of leadership communication styles on job satisfaction and employee motivation levels. Based on the Research Onion by Saunders et al. (2009) the study adopts a pragmatic paradigm and an abductive line of reasoning, which makes it possible to bring in quantitative and qualitative research approaches. The choice of mixed-methods sequential explanatory design was expected to capture the depth and breadth of the research problem. The strategy is such that statistical analysis will be accompanied by its interpretation that is rich and contextual. This section explains the strategy, time horizon, data collection tools, ethical considerations and resource requirements.
[bookmark: _Toc201432357]3.1 Research Paradigm
The research is also supported by conceptualizing the pragmatic research paradigm that provides a more flexible and goal-oriented model that concentrates on investigation questions as opposed to inflexible adherence to traditions of knowledge (Saunders et al., 2003). Pragmatism lays stress on the multi-faceted approach to complex phenomena, and it is a very appropriate worldview to address any question related to human behaviour in an organizational environment and the effects of leadership communication on motivation and job satisfaction (Creswell and Clark, 2017). Instead of being on the path of either a positivist or interpretive stance, pragmatism considers both the numerical observation (facts) and the interpretation of such facts, enabling the researcher to factor in the realities surrounding the numbers rather than just the strength of the relationship established.
Since leadership communication entails behaviours that are identifiable and individual interpretations, a pragmatic position assists in analysing a subtle nature that factors the emotional, relational, and cultural aspects of communication in the workplace (Silverman, 2024). Applied to the sphere of employee motivation and satisfaction, which are inherently multidimensional and variable-based constructs, the pragmatic paradigm enables data triangulation initiatives that would permit the establishment of balanced conclusions based on surveys and interview outcomes.
[bookmark: _Toc201432358]3.2 Research Approach
In accordance with the pragmatic position, the research will follow mixed research strategy that, through a combination of deductive and inductive approaches, investigates the relationship between the theory and empirical evidence (Tashakkori, 2010). The potential of mixed research approach is that it will enable the researcher to start with a theoretical framework which they have based on theoretical models (e.g., Transformational Leadership Theory (Bass, 1985), Leader Member Exchange (LMX) Theory (Winkler and Winkler, 2010), Self-Determination Theory (Deci & Ryan, 2000), and revise or adapt following the empirical results.
Infusion of the deductive research method in organizational research has been extensively promoted since it helps in the innovation of theory without the abandonment of older theory (Timmermans and Tavory, 2012). To exemplify, although the leadership communication styles can be operationalized with the help of established tools. (DIMITROV and DAROVA, 2016), abduction will enable the researcher to explore how various groups of employees perceive the leadership communication styles contextually different situations, which is paramount to understanding the motivational and satisfaction-related outcomes of these styles.
[bookmark: _Toc201432359]3.3 Methodological Choice
Following the paradigm and the research methodology, the study should be based on a mixed-methods explanatory sequential method that will use both quantitative and qualitative information to examine the objectives of the research in their entirety (Basit, 2020). This design begins with a quantitative stage, where structured surveys are used to find statistical associations between leadership communication patterns and employee outcomes. After that, there is a qualitative stage, where interviews are conducted to inquire about the meanings and processes behind these associations.
The complexity of the research problem explains this decision. Leadership behaviours and employee motivation, as well as job satisfaction, are also dependent on boundaries present beyond the perspective of objective leadership actions and include such aspects as perceptions of employees who feel different, relational dynamics, and organizational culture (Hoque, 2024). Thus, the triangulation of numerical data and descriptive stories can provide more details and lead to well-grounded conclusions.
The combination of methods through mixed-methods designs has been acclaimed as having the power to overcome the inadequacy featured by mono-method studies, especially in the context of organizational behaviour. They strengthen internal validity and external relevance, particularly in those cases when triangulation establishes similarities in trends with various data types (Markiz et al., 2017).
[bookmark: _Toc201432360]3.4 Research Strategy
The approach to a case study is chosen because it is possible to gain a profound insight into the research scenario. To study the relationship between the communication process of leadership, workforce motivation, and work satisfaction, one case study of the food production industry in the UK will be reviewed. The case study method fits this context since it provides an overview of the comprehensive scenario in real-world situations by taking into consideration contextual factors like hierarchy and culture of workplace norms of communication (Henstock et al., 2024)
[bookmark: _Toc201432361]3.5 Time Horizon
The study presents a cross-sectional time horizon, and the data is gathered in one period only. Cross-sectional research designs are ideal when a researcher is interested in determining the connections between measures at a given time (Graen and Uhl-Bien,1995). Although a longitudinal design provides information on changes in time, regarding time constraints and problems with access, it is not feasible for the study.
However, the qualitative stage will also contain questions regarding past experiences so that a certain time reflection would also be provided, which will offset the lack of longitudinal insight to some extent. Cross-sectional studies have continued to be common in research in the fields of organizational behaviour and HRM to formulate correlational patterns and determine how organizational phenomena affect employee attitudes.
[bookmark: _Toc201432362]3.6 Data Collection Methods and Tools
The quantitative stage of the study will employ the online survey method, which will be carried out in a structured format by collecting information from the employees and supervisors. The questionnaire will be disseminated through confidential online link and nothing will identify people. To meet the conditions of representativeness, stratified sampling will be employed, and a diversity of departments and functions will be covered. The questionnaire would have two section, one demographic and other for research variables with five measures for each research variable based on Likert Scale. 
The qualitative part will be composed of semi-structured interviews that will consist of around 10 participants, both managers and non-managers. Themes will be determined in the survey phase to be discussed in interviews, such as tone used by leaders in communication, feedback systems, emotional reactions, and relational trust. Consent to record the interviews shall be obtained, with them then being transcribed verbatim, after which they should be analysed using thematic analysis (Braun and Clarke, 2006).
In most cases, employee interpretations, coping tactics, and the formulation of communication authenticity cannot be captured in quantitative analysis; as such, qualitative interviewers effectively identify these factors because of their invisible nature. The two-faceted method also confirms that the breadth and depth of the phenomenon should be appropriately covered.
[bookmark: _Toc201432364]3.7 Resource Requirements
Resource requirements in the study are few, although they need planning. Data collection and analysis will be done by the researcher, thereby removing labour costs. Required are access to survey software and transcription tools (e.g., Otter.ai or Descript), which are free or very inexpensive. 
[bookmark: _Toc201432365]3.9 Timeline
An estimate of the schedule of the research is as follows:
Research Project Timeline 
	Research Activity
	Aug 2025
	Sep 2025
	Oct 2025
	Nov 2025
	Dec 2025

	Literature Review
	
	
	
	
	

	Proposal Finalization
	
	
	
	
	

	Ethics Approval
	
	
	
	
	

	Pilot Survey and Testing
	
	
	
	
	

	Data Collection (Quantitative)
	
	
	
	
	

	Data Analysis (Quantitative)
	
	
	
	
	

	Interviews (Qualitative)
	
	
	
	
	

	Analysis (Qualitative)
	
	
	
	
	

	Drafting Final Report
	
	
	
	
	

	Final Editing and Submission
	
	
	
	
	



[bookmark: _Toc201432366]3.10 Ethical Considerations
Ethical behaviour is the most essential part of this research. Prior to participation, each participant will be appropriately informed about the purpose of the study as well as the methods, risks, and benefits thereof as guided by the British Educational Research Association (Race and Vidal-Hall, 2019) and the Economic and Social Research Council (Jerrim and Vries, 2023). The research would also abide by ethical approval and ethical considerations for the research set by University of Wales Trinity Saint David. The involvement will be voluntary, and informed consent will be required prior to the collection of data. Data coding, pseudonyms, and safe storage of the data will help to assure anonymity and confidentiality. Tape recordings and typed recordings of interviews will be kept on encrypted drives, and only the researcher will have access. Anonymous collection of survey responses will be used to reduce the risk of social desirability bias. Special consideration will be made to deal with power imbalances, especially when interviewing lower-level employees concerning leadership practices. The participants will also be guaranteed that their answers will not affect their professional status and will not be shared with employers (Shahidi et al., 2023). All ethical steps, such as debriefing of the participants, withdrawal of the participants, and destruction of data after the project, will be clearly explained.

[bookmark: _Toc201432367]4. Conclusion 
Finally, the methodological decisions in this paper denote a conscious adaptation to the type of research problem and its sensitivity to context. The pragmatic paradigm allows focused flexibility in methods, and the abductive approach facilitates iterative improvement between theory and observation. The utilization of a mixed-methods approach will enhance the explanatory value of the study since it will enable the triangulation of quantitative trends with the qualitative depth. Validated instruments and thematic interviews will be used that will guarantee data reliability and depth of information. Despite the existing restrictions, e.g., the possible biases and time restrictions, they can be reduced to the minimum with the use of ethical precautions and planning. The case study approach, cross-sectional design, and strict chronology give a sensible and sensible research path. Finally, such approach provides a quality base to come up with meaningful results that can not only add value to the academic bodies of knowledge but can also have an application in terms of offering leadership practices and organizational communication practices.
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