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[bookmark: _Toc172233133]Abstract
 The study examines the transformative leadership's influence on performance and engagement in UK retail organisations. This research is interesting because of the gaps that have been realized in the existing literature on leadership styles and psychological empowerment within organizations, especially in the UK. A quantitative research design including structured questionnaires was used to achieve the study objectives. A sample of 150 Shop-floor workers drawn from different sectors of the retail industries in the United Kingdom. In the issued survey, ten items were chosen as a set of questions with the Likert scale that measures participants' perceptions of transformational leadership, organisational performance, and employee engagement. Data analysis was done with the help of the Statistic Package of Social Sciences (SSS) popularly known as SPSS and techniques such as Descriptive analysis, Regressional analysis, Analysis of variance (ANOVA), and Correlational analysis were performed to determine the correlation between the variables.. Hypothesis 1 further suggests that practices related to psychological empowerment would have a moderating effect on the relationship between transformational leadership and engagement, The analyses for hypothesis 1 confirm that when perceived psychological empowerment is high, then the positive effect of transformational leadership on engagement is considerably high. The findings reveal that retail firms can get greater levels of performance and increased employee commitment if they encourage leadership that is inspirational, considers the individual employee needs and values, encourages innovation, and models behaviour. The implication is that for the form of leadership to be effective in enhancing employee engagement and productivity in this industry, some form of transformational leadership would suffice, and this forms the basis of this research.
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1. [bookmark: _Toc172233137]Chapter 1: Introduction
The employee's style of the organisation significantly influences an employee's attitudes and behaviours. Transformational leadership has received considerable attention as a strategy to encourage and motivate employees to achieve productivity (Shamim et al., 2019:2387-2417). The leadership style is about communicating vision, earning people's consciousness, and committing to consequences. Qualified leadership builds an organisational culture and adopts employee engagement, independent work, and evaluation processes (Lasrado and Kassem, 2021: 169-194). This study aims to investigate the impact of transformational leadership on performance and stakeholder engagement in the UK retail sector.
0. [bookmark: _Toc172233138][bookmark: _Toc167542195]Background 
In the contemporary dynamic environment and increasing competition in the UK retail industry, leadership is critical to organisational performance (Yoon and Suh, 2021). James Burns initiated transformational leadership in the 1970s and later expanded by Bernard M. Bass in the 1980s (Eaton et al., 2024).  It has received much interest as an ideal leadership style (Browne et al., 2019). This type of leadership is defined by its aptitude to ensure that employees produce more than their standard rates by appealing to their higher self, challenging them, and offering them personal attentiveness (Otaibi et al., 2023). As noted, transformational leadership was first applied to organisations over two decades ago. Since then, several researchers have established that followers of transformational leaders perform significantly better than their counterparts (Ababneh et al., 2019). However, how transformational leaders mobilise performance over and above what is expected remains an area of intense theoretical speculation with little definite evidence (Lasrado and Kassem, 2021). The answer to this question may be found in the notion of employee engagement, defined as the commitment of the self to the individual tasks completed on the job (Pradhan et al., 2017).
Furthermore, the two constructs have been separately correlated with transformational leadership Mekraz and Gundala (2016) and job performance Schneider et al. (2018). Nevertheless, while the studies pointing to the fact that engaged employees perform well and that transformational leaders beget engaged employees have been conducted, no research has examined the proposition that employee engagement acts as a mediator between transformational leadership and employee performance in an attempt to explain as to how the transformational leaders get performance out of their subordinates. Engagement is defined as a dynamic state that results from the perception of the environment positively, and transformational leaders strive for a positive change in the environment for their employees (Lewa et al., 2022). Therefore, the extent of transformational leadership as perceived by the employees may impact the extent to which employees have a positive attitude toward the environment, which determines their level of commitment toward their work and performance (Rahiman and Kodikal, 2017).
Transformational leadership aims to inspire and communicate vision and the determination to bring about change in the organisation. In this style, the leaders are perceived as ethic models and mentors who encourage the development of the subordinates' leadership skills (Sims, Carter and Moore De Peralta, 2021). It has been associated with numerous positive organisational outcomes, such as increased employee commitment satisfaction, among other organisational performance (Setiadi et al., 2020). Mubarak and Noor (2018) indicated that transformational leaders seek to change people's perceptions and beliefs to support company and organisational objectives. Thus, transformational leadership is a social and collective process involving all organisation members. With change as a keyword, managers at all organisational levels can display transformational leadership when there is a need to undertake significant change. Statistical evidence, however, suggests that managers operating at lower levels have more transformational leadership than managers at higher levels (Korejan and Shahbazi, 2016). According to Stanescu et al. (2021), transformational leaders were described as risk-taking and action-oriented. Both transformational leaders encourage people to look out for their followers' best interests to bring change. However, at the same time, the followers are positively influenced to pursue the higher-level needs of Otaibi et al. (2023). This type of leader is concerned with the followers' needs and reasons to work and how each can achieve their best.
UK retail is a vast and vital part of the economy, accounting for 5.2% of the country's GDP and employing over 3 million people (Croudace, 2021). The industry has undergone significant changes in recent decades due to globalisation, technological advances and changing consumer behaviour. Retailers continue to face challenges with the rise of online marketing channels. UK supermarkets include supermarkets such as Tesco, Sainsbury's and Asda, Marks and Spencer, Next and WH Smith (Seidu et al., 2021). Since the retail environment constantly evolves, applying the best leadership practices is necessary to create a solid foundation for the business's long-term success. Intrinsic motivation, as proposed by transformational leadership, provides a suitable theoretical framework for tackling the sector's challenges. In other words, through encouraging innovation and employee engagement, transformational leaders can improve the overall organisational outcomes and satisfaction.
Leadership that determines an encouraging impact on desired behaviours by providing an inspiring vision and support inspires employees with superiority, confidence, and assurance of organisational goals through inspiring impulse (Daud, 2020: 1-11). This enhances the level of communication, which has been recognised as increased energy, commitment, and professional action. Workers are more engaged when leaders are intellectually motivated and attentive to individual requirements as well as strengths through distinct deliberations (Mubarak and Noor, 2018: 1). As highlighted in the research by Ababneh, LeFevre and Bentley (2019: 105-134) through departments, transformational leaders verified increased employee engagement by enhancing self-performance and goal placement. On the other hand, Sanden and Lønsmann (2018: 111-137) said managers who exhibit change behaviour apprentice frontline workers in retail banks. 
According to Shah et al. (2019: 797-817), Psychological empowerment denotes an employee feeling independent, competent, and significant. It represents the internal experience influenced by the leadership style and work environment. Stanescu, Zbuchea and Pinzaru (2021: 1041-1057) identified that psychological empowerment mediates between transformational leadership and worker engagement. It supports empowerment by sharing an expressive vision, providing training, and identifying employee powers. However, this enhances competence, autonomy, and value approaches in occupational activities and organisations.
Furthermore, Al Otaibi et al. (2023: 2536-2560) stated that psychologically empowered personnel establish high levels of self-efficacy through commitment, engagement, and energy to perform their particular tasks.
Similarly, Nguyen (2020: 4039-4044) explained that the association between transformational leadership and work engagement among nursing personnel was mediated by psychological empowerment. Additionally, Schneider et al. (2018: 462-480) highlighted that established cognitive abilities partly accounted for the relationship between strong leadership and work engagement across industries. Based on this foundation, the present research puts forward the agenda to further explore the relationship between TLI and EE on a more detailed level, focusing on the UK retail industry. Hence, the implication is that for the form of leadership to be effective in enhancing employee engagement and productivity in this industry, some form of transformational leadership would suffice, and this forms the basis of this research.
Something of great importance is the analysis of distinguishable features that would augment the implementation of psychoeducation in enhancing transformational leadership. Psychoeducation encompasses using informative forums so that employees can improve their organization and performance through psychological knowledge (Brown et al., 2020). When integrated with transformational leadership, psychoeducation can provide employees with the tools and knowledge to better manage stress, increase resilience, and enhance overall job satisfaction (Huang et al., 2021). This simulation was inspired by findings from a study by Franck et al. (2018) that identified the number of genes within the human brain associated with schizophrenia. This integration may culminate in a positive organisational culture within which the workers are appreciated, thus boosting employee's morale to work because they belong to a company that accepts them as they are.
Furthermore, the nature of the UK retail industry means that change is ongoing; therefore, the leadership required to manage the organisations in this industry must cater to this. Due to the nature of this sector, the use of transformational approaches, which emphasise change through encouragement and convincement of the workers, is most appropriate (Faupel and Süß, 2019). These can enhance the prosperity of various stakeholders by encouraging the leaders of retail organisations to develop and improve their competitiveness and efficiency in the perpetually changing environment (Setiadi et al., 2020).
Also, the variable of psychological empowerment has a social part in buffering the connection between transformational leadership and employee engagement. Another essential benefit of employee involvement is that people are more willing to take responsibility, contribute innovative ideas, and perform beyond expectations (Rangus and Slavec, 2017). This sense of empowerment is bolstered by transformational leaders who provide clear vision, support, and recognition, thereby enhancing employees' intrinsic motivation and commitment to their work (Stanescu et al., 2021:There are more on this link – Since its 1041, 1042 for the Anselm to heading the church up to 1057.  Therefore, the importance of this work is seen not only in issuing additional theoretical contributions to the knowledge of supply chain visibility but also in its practical implications for the retail sector. Superior retail managers and leaders can adopt transformational leadership and psychoeducation to foster a supportive workplace environment and satisfaction among the workforce. Thus, by so doing, it becomes easier for them to promote greater engagement, lower turnover rates, and various other better organisational results.
0. [bookmark: _Toc167542196][bookmark: _Toc172233139]Aims and Objectives
1. [bookmark: _Toc172233140]Aim 
To examine the transformative leadership's influence on performance and engagement in UK retail organisations
1. [bookmark: _Toc172233141]Objectives
1. To identify the impact of transformational leadership on organisational performance and employee engagement in UK retail organisations.
1. To examine the dynamic relationship between employee engagement, psychological empowerment, and retail business in the UK retail industry.
1. To analyse the role of mediating psychological empowerment in employee engagement, transformational leadership, and organisational performance.
1. Provide practical and effective recommendations to increase organisational performance, employee engagement, and psychological empowerment.
0. [bookmark: _Toc172233142]Research Question 
1. How does transformational leadership impact organisational performance and employee engagement in UK retail organisations?
0. [bookmark: _Toc172233143]Research Problem
The UK retail sector, which forms a significant share of the country’s economy, continues to be plagued by problems related to globalisation, new technologies, and changing customer trends (Vijayakumar, 2018). Due to these complexities, leadership plays a significant role in achieving organisational objectives over time. Nevertheless, the relationship between transformational leadership and organisational performance and, more specifically, the link between the two concepts in the context of the UK retail industry has yet to be widely researched. Prior studies have mainly explored the financial/economic perspective while paying little attention to the psychological/behavioural aspects of leadership, which are fundamental in capturing the cardinality of leadership (Bean, 2016).
This research gap underscores the importance of further research to explore the relationships between transformational leadership and the various outcomes, including employee engagement, psychological empowerment and organisational performance (Pradhan, Panda and Jena, 2017). Furthermore, it is crucial to establish the moderating function of psychological empowerment and recognise how various employee groups in the retail industry perceive transformational leadership practices. It is imperative to fill these gaps to foster leadership solutions that could help increase workforce engagement, encourage creativity, and ultimately increase organisational productivity. This research aims to close this gap by providing empirical data and solutions for practical implementation by retail managers and leaders to proffer solutions to real-life issues affecting the retail business in the UK (Nwankwo, 2023).
0. [bookmark: _Toc172233144]Research Rationale
This research is motivated by the gaps that have been realized in the existing literature on leadership styles and psychological empowerment within organizations, especially in the U.K. Although there has been a lot of progress, several crucial issues still require more investigation to help organisations improve performance and organizational commitment. Stanescu et al. (2021) followed prior work investigating the relationship between leadership and employee empowerment. Nevertheless, such investigations can be limited and seldom include an evaluation of environmental factors such as organizational culture, the state of the industry, and the exact leadership skills required for success. Therefore, this research seeks to fill this gap by examining how these contextual factors affect the application of leadership styles to psychological empowerment in UK organisations. The rationale of this is that it highlights the relationship between transformational leadership, psychoeducation, and employee engagement in the UK retail industry. The previous studies were based on financial and economic issues regarding the retail sector. This research has been put forward to analyse the psychological problems related to transformational leadership to fill this gap (Huang et al., 2021:125484). Previous research highlights the need for more inclusive research that examines the association between transformational leadership and psychoeducation. However, it suggested a need for more context-specific research in the economically important UK retail sector (Naidoo and Gasparatos, 2018). However, the quantum of benefits that can be gained from applying transformational leadership in improving employee engagement can only be understood when the underlying psychological aspects of leadership are understood in detail within the context of this study (Al Marshoudi, Jamaluddin and Al Balushi, 2023). They are specifically valuable in areas where the UK retail business environment is characterised by rapid changes, high competitiveness and a clear focus on the role of employees as critical sources of competitive advantage.
Furthermore, this research meets the demands for research that looks beyond the generalisation and attempts to pinpoint specific key psychological processes at work and their effects and outcomes concerning EE in the retail business environment (Smith et al., 2020). Thus, it brings a better approach to understanding how TL practices can be embedded to address the requirements and context of the UK retail environment. In addition, the outcomes of the present research expect to contribute specific efficacy/framework for the execution of adequate psychoeducational programs for retail managers and leaders. Many of these programs are anticipated to not only enhance workers' morale, commitment and productivity but also assist in boosting the health, efficiency, and advancement of workers in their careers (Jones and Brown, 2019). 
0. [bookmark: _Toc172233145]Significance of the Study
Theoretically, this study has important implications, while practically, it has profound implications. Consequently, in theoretical terms, it enriches the existing knowledge of transformational leadership and its direct impact within the context of the UK retail industry. By analysing the relationship between transformational leadership, psychological empowerment and employee engagement, this study fills the gaps in the existing body of literature. It further develops knowledge in this field (Otaibi et al., 2023). In a practical sense, the findings present noble recommendations for retail managers and leaders to embrace and employ the tenets of transformational leadership to improve organisational performance and employee commitment. By explicitly identifying the mediating role of psychological empowerment, managers can effectively construct intervention programs to enhance employee motivation, engagement, and organisational productivity (Browne et al., 2019). It also includes practical suggestions for modifying leadership strategies for diverse subpopulations in the retail industry, making managing workers more efficient and considerate of their demographic characteristics. In conclusion, the findings of this study can assist different levels of retailing firms in understanding the nature of the retail industry and thus ensure long-term success. Therefore, this study's theoretical frameworks' integration with real-world problems expands theoretical knowledge and provides practical recommendations for the UK retail industry's challenges.
0. [bookmark: _Toc172233146]Structure of the Dissertation
Chapter 1 contains the background, aims and objectives, research question, rationale, and relevance of the study. Chapter 2 discusses the literature on transformational leadership, employee engagement, psychological empowerment, and organisational performance, where pertinent theories and empirical evidence are presented. Chapter 3 discusses the research method, paradigm, strategy, data sources, method of data analysis, ethical consideration issues, and the study's limitations. Chapter 4 consists of the data analysis and research findings; the results in figures and statistics are presented in this chapter. Chapter 5 also analyses the results concerning the research questions and the literature review to explore theoretical and practical implications. Chapter 6, Conclusion and Recommendations, concludes the research by reiterating the main findings, offering recommendations to managers, and proposing future research directions.

1. [bookmark: _Toc172233147]Chapter 2: Literature Review
1. [bookmark: _Toc164431156][bookmark: _Toc172233148]Introduction
The second chapter demonstrates the complex interplay between transformational leadership and its effect on performance and engagement in the UK retail domain, as the past research papers are explored within the context. Improving staff retention effectiveness and raising productivity are constant challenges in the fast-paced and always-changing retail sector. This review examines the diverse literature, ranging from scholarly works to empirical studies and industry reports. It tries to discover a deeper understanding of the processes through which transformative leadership affects ratings, such as the number of sales revenue; the point of perspective is customer and employee retention. Besides that, it enlightens readers about the details involved in employee involvement, job contentment, and organisational allegiance within the UK retail environments in light of transformational leadership offerings by the firms in these markets.
1. [bookmark: _Toc164431157][bookmark: _Toc172233149]Impact of Transformational Leadership on Organisational Performance Considering Employee Engagement
Pradhan et al. (2017) highlighted the popularity of the Transformational Leadership Theory due to its positive effects on firms' performances and workers' engagement, which spans across industries. Do (2019) states that transformational leadership is increasingly vital for the retail industry as retailers struggle to keep pace with the fast-shifting competition and customers' high expectations. The human resources in the retail framework are indispensable when creating a customer experience, which highly relies on this capability and the efficiency level of operation achieved (Browne et al., 2019). Transformational leadership is a crucial conduit for formatting organisational performance, which in turn ascertains high satisfaction of consumers in those retail organisations. These leaders empower individuals for motivation, innovation, and customer orientation, which are crucial in directing the business process and its success. Al Otaibi et al. (2023) state that transformational leadership is characterised by the engagement of followers using four factors: Leader's inspirational communications, modelling, the provision of high levels of task-oriented ideas, thoughts, and attention towards each follower. The primary goal of this type of leadership is to enhance the levels of productivity and motivation of the followers. Mekraz and Gundala (2016) mentioned numerous research indicating that the link between transformational leadership and business advantages, such as enhanced employee performance, company revenues, and satisfaction, can be considered strong evidence proving this direction may be a viable management strategy. A feature of Transformational Leadership is, however, highlighted by Al Otaibi et al. (2023)  as the Theory is surrounded by Complexity, and the necessary application of its Individual Style for the UK Retail Industry is evaluated. Although much is said of transformational leadership as a powerful paradigm capable of creating sustainable changes in organisations, its effectiveness is coupled with external variables, e.g., the existing culture of the organisation, its operational environment, and the calibre of the leadership (Buil, Martínez and Matute, 2019). According to Daud (2020), the difficulties of implementing new methods of transformational leadership along with the retail sector challenges characterised by high employee turnover rates are inspired by the environment, which is characterised by high pressure and demand.
Nevertheless, given the abundant and well-founded literature backed by the evidence of positive business results of transformational leadership, Foris et al. (2020) posit that it may change significantly depending on the contextual factors and the interplay of many leadership styles. It is still complicated to portray the connection between transformational leadership and outcomes such as higher sales, customer content, and well-being at the workplace within the UK retail industry, as it hugely depends on the context (Moynihan,  2021). Additionally, the construct of employee engagement is the idea that the employees are an integral part of transformation within the framework of transformational leadership, as suggested by Lasrado and Kassem (2021). On the one hand, transformational leaders effectively instil a sense of purpose into the employees' teams. On the other hand, harsh realities of the retail environment—environmental tension, low wages, limited career prospects—can cause employees with disinterested and disengaged attitudes (Hejjas, Miller and Scarles, 2019). Therefore, transformational leadership in the retail sector in the UK must be thoroughly analysed to understand how it interacts with the specific challenges faced by this sector in the United Kingdom (Raum, 2018).
1. [bookmark: _Toc164431158][bookmark: _Toc172233150]Relationship between employee engagement, psychological empowerment, and retail business in the retail industry
Two features promulgated by Mekraz and Gundala (2016) within retail businesses operating within the globally competitive market are employee engagement and psychological empowerment, emphasised as the cornerstone for success. The countless changes emanating from consumer needs have provided the impetus for an active and armed workforce to face these ever-evolving demands (Gota, 2017). Research across various industries suggests that job satisfaction has a high degree in surgery, with a better grade of customer satisfaction, a higher amount of sales, and a low turnover. On the other hand, Mubarak and Noor (2018) describe the process as psychological empowerment from which people in business feel a sense of control, competence, and purpose. When employees have these feelings, they produce more and are less likely to be absent. Even though employee engagement, psychological empowerment, and outcomes results underscore the necessity of close management, it needs thorough consideration. Nguyen (2020) emphasises that motivated and empowered employees will offer brilliant customer service and increase sales. However, the business's final performance mainly depends on uncertain factors such as economic climate, market competition, and industry structure (Liu and Atuahene-Gima,2018). From this, it can be seen that although frontline environments provide for various tasks, the time spent in such environments and the repetitive nature of these tasks, in addition to low wages, darkness the future of an engaged and empowered workforce (Fatoki, 2023).
However, a critical point by Schneider et al. (2018) is the fact that for UK retail organisations to rise above these challenges, they should be able to institute a work culture that yields positive employee engagement outcomes and psychological empowerment. The finding by Shah et al. (2019) stresses that actively engaged employees with power who are very well-oriented, service-minded, and proactive in business notably have an exceptional quality and a creative essence and are the ones who drive the company's growth. Mubarak and Noor (2018) highlighted that an employees-centric work environment characterised by respect, appreciation, and an approach that sees employees as valued members of the organisation will not only help in the battle for top talent but will also translate to increased loyalty and reduced turnover rates that will keep the financial tills buoyant. Nevertheless, the critical analysis of the degree to which the notions and claims of these researches are valid might be vital  (	Hayashi, Abib and Hoppen, 2019). For example, whether the term "control" in the occupational empowerment concept is self-determination or other aspects of job control is to be declared. Furthermore, rather than mindlessly relying on the argued desirability of participation and empowerment, future studies shall endeavour to ascertain the actual validity of this proposition based on a more robust groundwork of empirical research (Garcés Velástegui, 2020). Hence, the "banes" being enumerated could be delved deeper to clarify the retail hurdles enterprises face in the UK market (Duchi, Glynn, and Namkoong, 2021).
2. [bookmark: _Toc164431162][bookmark: _Toc172233151][bookmark: _Toc164431159]Job Characteristics Model (JCM)
According to Djastuti (2015), the job dimensions-responsibilities model brings into light five main job factors - skills variety, task identity, task significance, autonomy, and feedback - responsible for employee motivation, job satisfaction, and productivity. Employment relations tend to make these components concurrent; hence, they help establish the employees' internal drive and psychological empowerment. Variance of skill and the notion of identity in tasks enhances the feeling of meaningfulness. On the other hand, the impact of the work boosts through the link of task significance. Moreover, Nguyen (2020) highlights that employees gain independence ability (autonomy) and may feel a sense of control in addition to receiving specific comments on the effectiveness of their performance (feedback). Further, organisations can increase employee satisfaction and productivity by planning jobs that respect employee engagement (Seqhobane, 2021).
1. [bookmark: _Toc172233152]Mediating psychological empowerment role between employee engagement, transformational leadership, and organisational performance
Psychological empowerment, rooted in the self-determination train of thought, equips people to take control of the avenues of their work and contribute to the outcome (Nguyen, 2020). The strength of mastery is to appeal to autonomy, competence, meaningfulness, and the "I" factor, galvanising the personnel's offerings of loyalty, dedication, and pride in work. Multiple research findings have proven the significant influence of psychological empowerment on organisational success, discovering that it works as an aware bridge in the interplay between employee engagement, transformational leadership, and overall efficiency. Pradhan et al. (2017) depicted employee engagement as the central rod of the company's success; it is responsible for the height of productivity, departure rate, and creativity. While there is an undeniable need to tackle the issue of keeping employee engagement high as long as the job dynamic keeps changing, UK companies still face a significant challenge in addressing this matter. Lewa et al. (2022) indicated that transformational leadership is a viable alternative to expand its influence in overcoming problems with its unique capability to stir and inspire followers. The effectiveness of transformational leadership is primarily determined by the fit of cultural contexts and their appropriateness to the culture of a particular organisation (Kundu, Kumar and Gahlawat, 2019).
On the other hand, the implications of this leadership approach for employee engagement must be considered. According to Lasrado and Kassem (2021), "Psychological empowerment " is the critical lean of the day due to its mediative role in employee engagement, transformational leadership, and organisational performance. It bestows a sense of competence, independence, and engagement.
Consequently, it builds intrinsic motivation, commitment, and job satisfaction among workers. The outcome is thus a culture that advances confidence and where people feel supported to work together. It also enables innovation to higher levels. Still, psychological empowerment as a workplace satisfaction strategy has an undoubted bright side, but the concept may face hindrances (Huq, 2016).
If the country is one of the nations in the economic area with no explicit mentions of the roles of each member, it could generate a conflict in coordination and integration among the employees, eventually weakening the nation's production (Botto, 2022). So, the opposite can also be true when frontline workers are not involved in the decision-making process, and this will make the stress and exhaustion issues much worse for the staff, negatively impacting their health and quality of life. According to Setiadi et al. (2020), one of the biggest challenges of organisational change is the resistance of employees to empowerment, which could come out of the fear of changes or because of the lack of trust in the leadership of the organisation, in turn, could make the organisational change efforts a failure. Similarly, power held by the hierarchy of leadership that still exists in empowerment programs tends to enlarge power splits in the establishment (Li et al., 2020).
Despite several challenges, the UK sustains the perfect environment to attest to the fallibility of empowerment in enhancing job performance (Roberts, 2022). There are numerous pros against allowing enterprises to make policies that would be a call for both staff and minimise the challenges. Hence, Ababneh et al. (2019) highlighted that the humanisation of such culture is developing an organisational culture that allows employees to control the discharge of their duties, acquire new skills, and consequently know what problems to solve. The viability of a leader who could take the initiative for the suppressed ones and face obstacles becomes the essence (Kahane, 2021). Although assessing psychological empowerment is essential from the aspect of employee engagement, transforming leadership and organisational performance in the UK has to be done with suitable tools and techniques (Sarwar et al., 2020). Such businesses take advantage of empowerment's benefits while keeping their downside safely at bay. The results are as great as they can be for employees who are firmly committed to what they are doing and creative.
1. [bookmark: _Toc164431160][bookmark: _Toc172233153]Recommendations to increase organisational performance, employee engagement, and psychological empowerment.
According to Lasrado and Kassem (2021), organisational performance, employee engagement, and empowerment are the related mechanisms that play an imperative role in attaining sustainable success in the dynamic condition of the United Kingdom (UK). As organisations are trying to improve these aspects, it is significant to study the different sides of recommendations that aim to help them grow.  Leadership involves the process of shaping organisational culture and employee engagement and empowerment. Lewa et al. (2022) indicate that leadership development programs that emphasise the transformational leadership style can motivate and enable leaders to build a culture of trust, collaboration, and innovation. On the other hand, the effectiveness of the leadership development initiatives could be held back by the need for movement with the organisational values and insufficient backing from the senior management, which is why strategic alignment and long-term commitment are required (Argus et al., 2021). The involvement of employees in the decision-making procedures can help build a sense of empowerment and belongingness among them (Han, Chiang and Chang,2014). The employee forums, the suggestion schemes, and the participatory decision-making structures are among the initiatives acting as platforms for employees to express their views (Philip and Arrowsmith, 2021). Alternatively, these tools can enable employees to participate in organisational goals. Gautam and Enslin (2019), while organisations might face specific difficulties, including decision-making delays or alignment problems that come from structural features, they should not put their faith instead of attributing such delays to the hierarchical structures. Granting employees numerous training sessions and ways to upgrade their skills is one of the paramount components that motivate and help them achieve the highest performance level. Setiadi et al. (2020) stated that through training and development programs, mentoring opportunities, and career progression pathways, employees can build upon their skills and capabilities and eventually achieve their full potential within the organisation's framework. However, such programs can be thwarted through factors such as lack of material allocations, vacancy of personal aspirations' coherence, or inadequate line managers' cooperation, which underlines the need for proper service delivery systems (Mthembu, 2023).
Recognising and appreciating the employees' contribution is vital to cultivating empowerment and engagement within the organisation (Murray and Holmes, 2021). Implementing performance recognition programs, such as the staff of the month awarding or peer-to-peer recognition systems, to mention a few, will lift employee morale and help them deliver the best. Subsequently, Pradhan et al. (2017) depicted that obstacles like objective assessment criteria or imbalanced distribution of rewards may sabotage the efficiency of recognition programs, hence placing more significance on fairness and transparency. In summary, improved organisational performance, employee engagement, and empowerment depend on an integrated approach that involves positive and negative strategy recommendations (Saratun, 2016). According to Mubarak and Noor (2018), as a viable way to lead to sustainable success, organisations should invest in leadership development, promote employee involvement, create a culture of learning and development, improve communication and transparency, ensure equity and inclusivity, and recognise and reward performance. Nevertheless, constant caution against possible stumbling blocks and the regular assessment of the measures taken will ensure the initiatives' most significant impact on the organisation change for the better (Flynn and Levine, 2024).
1. [bookmark: _Toc164431161][bookmark: _Toc172233154]Theoretical Framework
5. [bookmark: _Toc164431163][bookmark: _Toc172233155]Transformational Leadership Theory
Korejan and Shahbazi (2016) state that the transformational Leadership concept highlights the function of leaders that can energise and empower followers, consequently, to a higher level of performance. Transformational leaders exhibit four key behaviours: inspirational motivation, intellectual commitment, individualised attention, and idealised leadership (Afshari, 2022). These characteristics enable leaders to create a shared vision, catalyse new ideas and innovations, provide an empathetic regard for the individual members of their teams, and accordingly set an example to be beholden. With the practical manifestation of transformational leadership features, managers can promote empowerment and engagement within the organisation and thus help achieve better outcomes (Pradhan, Panda and Jena, 2017).
5. [bookmark: _Toc164431164][bookmark: _Toc172233156]Social Exchange Theory (SET)
According to Cook et al. (2013), Social Exchange Theory suggests that social relationships follow the principle of resource sharing, where individuals interact to achieve adaptive, rational, and satisfying outcomes. In the organisation, employees are involved in social contractual relationships where they share their efforts and proficiency in return for recompense in tangible and intangible values. Organisations can augment employee engagement and loyalty through a win-win relationship between openness and trust, justice and truth, and togetherness and reciprocity (Oparaocha, 2016).
1. [bookmark: _Toc164431165][bookmark: _Toc172233157]Research Gap 
However, despite fruitful progress in this area, multiple research gaps still need to be resolved, calling for a deeper investigation of future theories and improved practices in the field. Another substantial knowledge gap is the complex facilitation process of the leadership styles on psychological empowerment of an organisation and its members for performance and employee commitment, especially considering the U.K. context. Earlier investigations by Stanescu et al. (2021) explained how this leadership interplays with employee empowerment. However, a more in-depth analysis should be conducted to understand contextual factors such as organisational culture, industry dynamics, and leadership competencies. Nevertheless, more focus is being evoked on uncommon leadership styles, such as servitude or authentic leadership, which are critical in creating psychological empowerment and enhancing organisational outcomes in the UK. Setiadi et al. (2020) highlighted the need for more research on organisational rules and laws correlating with psychological empowerment and employee involvement. Although the theoretical models of social exchange theory, job characteristics model, and transformational leadership Theory concentrate on autonomy, job complexity, and the meaning of work, the attempted implementation of such methods has yet to be researched exhaustively. As a case-in-point, the studies evaluating the effect of flexible job arrangements, performance recognition programs, or training and development initiatives on the psychological consequences of empowerment and engagement must be more affluent and specific, mainly targeting the UK social context (Gentles et al., 2016). Moreover, the research should be developed further by encompassing the longitudinal design for the studies that further evaluate the sustainability of empowerment programs on organisational performance and employee well-being. While cross-sectional studies give helpful data on the here-and-now influence of interventions, longitudinal research can yield complex knowledge that traces empowering processes through time, their lasting impact, and how they manifest in organisational dynamics (Oreg and Berson, 2019).
1. [bookmark: _Toc164431166][bookmark: _Toc172233158]Chapter Summary
In chapter two, the paper discusses the theoretical aspects of encouraging organisational performance, employee engagement, and psychological empowerment. This chapter is based mainly on the Self-Determination Theory, the Job Characteristics Model, the Transformational Leadership Theory, and the Social Exchange Theory to describe their synergetic interaction completely. First, we identify research gaps, such as the need for sophisticated explorations of leadership styles, organisational interventions, and longitudinal studies to help inform practice in the real world. This theoretical basis provides a starting point for the subsequent experimental investigations aimed at elaborating the mechanisms invoked through which the effectiveness of UK organisations can be promoted.

1. [bookmark: _Toc172233159]Chapter 3: Research Methodology
2. [bookmark: _Toc172233160]Chapter Introduction 
The research design employed in the search system is a significant tool in directing the methodical study and appraisal of data to achieve the research goals (Vaughn and Jacquez, 2020). There are two main types: both all-encompassing and detailed. In a quantitative research paradigm, numbers matter, as collecting data and performing statistical analysis is the ultimate test of the hypotheses and cause and effect determination. It supplies detailed numbers, objectivity, and the capacity to identify similarities and trends (Yalcinkaya and Singh,  2015). Contrary to quantitative research focusing on digits and data, qualitative data explores the subjective aspects of human interactions and meanings through interviews and observation (Younus and Saidan, 2022). While both designs have their unique features, each has certain advantages. Quantitative data research is crucial in establishing the relationship between variables vital in making objective decisions in retail management (Beins, 2017). 
A qualitative research design enables objectivity and precision in the relationships between data entities, and this feature is the main one in cases when objective measurement and statistical analysis are needed (Mohajan, 2020). The most prominent feature of research design is that it lets the research scholars get information about the leader's style, performance and engagement level using standard instruments and numerical scales. This way, the research and comparison of the results of different organisations are easy. Similarly, Kusi et al. (2021) claim that the quantitative methods allow for the testing of hypotheses that are based on the existing theory and the effect of transformational leadership on the organisational outcomes is measured by using the empirical evidence to show the causality for all the impacts of transformational leadership on the organisational outcomes (Burns, and Groove, 2014).
A selected quantitative research design permits the study of a base case of transformative leadership on organisational performance and engagement in the UK retailing industry. The research unit adopts the structured survey to get numeric information from a representative sample of shop-floor workers (Alcaide-Muñoz et al., 2018). This exercise quantitatively analyses the interconnections between leadership practices and organisational outcomes. The presentation also conveys an informative graphic illustration and demonstrates the main components of quantitative research design, including variables, data collection methods and analytical techniques (Guetterman Fàbregues and Sakakibara, 2021). This illustration is designed to simplify, clarify, and enhance understanding of the approach used to examine the main research question. It provided a research path that helped the reader understand how the investigation was carried out and how the data was analysed to answer the research question (Scheurich,  2014).
2. [bookmark: _Toc172233161]Research Philosophy 
Philosophy of research is a term that encompasses the researcher's pre-existing paradigm of beliefs, principles, and assumptions that enable researchers to devise appropriate research designs and interpret information (Kadasah et al., 2022). It is a platform from which the entire research design procedures, methods and analyses are built. Among those available paradigms, philosophies or research orientations, each has distinguishing features and consequences when used in the research process (Gray, 2021). The dichotomy of social science existence is broken into two paradigms: positivism and interpretivism. Positivism arises from the postulate that scientific knowledge comes from examining elements through observation and supply of scientific facts (Berke, 2024). It stresses objectivity, undisputed, and the employment of quantitative data in validating ideas and hypotheses. The positivists theoretically focused on uncovering universal laws and causal relations behind the observed phenomena, intending to generalise their research results for a large-scale population (Pawlikowski, Rico and Van Sell, 2018). 
 Justification: In a positivist approach to research, a researcher often evokes neutrality towards the object of study regarding the data observed and the involvement of personal bias rendered to the minimum levels (Marsonet, 2019). However, interpreters (constructivists or phenomenologists) apply subjective principles to interpret social protocols. An empathetic platform ascribes weight to the individual's subjectivity and interpretation in the generation of reality. According to Bonache and Festing (2020), interpretivism is a subset of social research that highlights human action's cultural, historical and social context, aiming to capture social phenomena through qualitative research such as interviews, observations and textual analysis. Different from positivism in this respect, interpretivism does not rely on the generalisability or discovery of universal truths but tries to get deep insights into specific situations and thoughts (Gupta and Gupta,2022.) ‘ Positivism or interpretivism is the appropriate choice to make based on whether the research questions are about facts, whether the beliefs of the researcher are ontological or epistemological, or whether the limitations of the research context are ethical or technical (Alharahsheh and Pius, 2020). Concerning directing the research on the impact of transformational leadership on the UK retail show, choosing positivism as the research philosophy is very applicable for many reasons.
Positivism philosophy was utilised for the following study. Firstly, according to Lesko et al. (2020), positivism coincides with the primary goal of ensuring validity. This is then done by simply relying on pure numeric results. From a retail perspective, where quantifiable criteria like sales figures, profit margins, and employee churn rates are used to measure achievement, it is clear that such measurable metrics are critical in deciding a transformative leader's impact on any organisation's operations (Code, 2015). The ability of the Positivist approaches to gather and analyse large datasets effectively and precisely is a significant strength for those kinds of researchers, which helps them reveal unnoticed patterns, correlations, and even causal links between leadership practices and organisational outcomes (Irshaidat, 2022).
2. [bookmark: _Toc172233162]Research Approach 
The research approach lays down a systematic plan that the researcher puts in effect to investigate the problem of the researcher, collect data, and interpret the findings (Jamieson et al., 2023). Research methods that researchers adopt can be manifold; each has particular features and positive side effects, and vice versa, there are adverse side effects. The two main research strategies are induction and deduction. Inductive research begins with specific observation or data, then moves to wider assertions and hypothesis development (Kyngäs, 2020). It involves collecting facts and data and then moving upward slowly to develop theories, such as hypotheses, depending on the structure or trends in the data obtained (Lindberg, 2020). However, Borshoom et al. (2021) argue that the inductive research approach begins with one or more propositions or theories and then data is gathered to validate those propositions or theories. It tries to build a more comprehensive theory or a hypothesis grounded on limited data, empirical, or literature. Then, it attempts to substantiate this by gathering group data as well as completing analyses and statistics (Cruz, 2020).
 Justification: Deductive reasoning reflects the supposition that a theory or a hypothesis being considered is accurate, and the theory's accuracy is determined by applying it to a more limited area of inquiry (Sinaga et al., 2024). A high or low level of existing theories or empirical evidence also gives researchers desires and preferences regarding the choice between inductive and deductive approaches (Kistruck and Slade Shantz, 2022). In this case of explaining the interaction between trends and factors through translational leading on performance and engagement in UK retail, the deductive approach has some kinds of certain credibility for exclusive reasons (Yadav and Mankavil Kovil Veettil, 2022).
2. [bookmark: _Toc172233163]Data Collection 
Collecting empirical data is one of the essential elements of research, offering a fact-based basis for analysis and ground-breaking assertions (Younus and Saidan, 2022). The survey encompassed the 10 question items measuring respondents' degree of approval or disagreement towards questions related to transformative leadership supervision, organisational function, and employee involvement on the Likert scale. The sample size for the survey is 150 participants, comprising players from different retail business sectors across the United Kingdom. The target population for this study encompasses employees working in the UK retail industry with diverse experience levels. The data reveals that a substantial portion of the retail sector workforce comprises individuals with varying tenures.
 Justification: Using a questionnaire provides various benefits to the researcher during data collection in the study (Newman et al., 2021). It can quickly amass qualitative data from numerous individuals, thus eliminating the need for small samples. Researchers could use Google Surveys as an online platform, too, and therefore attain geographically dispersed groups of participants and collect the data quickly and at a lower cost. This method is significant for a researcher dealing with scenarios based on the relationship between several people and their organisations, e.g., leadership practices in retail trade (Kyngäs, 2020).
The Likert scale was used to determine the response of individuals to questions about attitudes, perceptions, and opinions because it has been proven to be a versatile and reliable instrument (Alhassan et al., 2022). The administration is usually made on a scale ranging from "strongly agree" to "strongly disagree." This helps to include more sophisticated opinions of the respondents. This format is based on obtaining ordinal data, which is valuable in representing information since it can be easily quantified and analysed by statistical methods, including mean scores, standard deviations and correlation coefficients (Azungah, 2018). The questionnaire evaluated dynamic leadership in various dimensions like inspirational motivation, individualised consideration, intellectual stimulation and idealised influence (Almalki, 2016)
Along with the data gathering, utmost effort was put into making the survey instrument valid and reliable. First, the test questionnaire was conducted by a small sample of participants to eliminate any confusing components in questions and their formats. The pilot testing phase was used to prepare the questionnaire for the subsequent stage of sample administration (Hamilton and Finley,2019). Secondly, full efforts would be deployed to reduce respondents' bias in the responses by asking easy-to-understand, precise, and unbiased questions (Kyngäs, 2020). Participants were ensured of the confidentiality and anonymity of their replies to ensure their feelings, opinions, and information were not misrepresented and to solve the problem of research subjects who felt uncomfortable with revealing their true feelings.
2. [bookmark: _Toc172233164]Data Analysis
In this study, statistical analysis was conducted using SPSS, focusing on correlation analysis, multiple regression, and variance analysis to understand the relationships and impacts of transformational leadership on employee productivity and engagement (Wickham, 2016). A pilot test was also performed to ensure the clarity and reliability of the research instruments and methods ( Anesthesiol, 2017). The data analysis for the study on the impact of transformational leadership on productivity and engagement in the UK retail environment involved graphical illustration such as graphical illustration to visually display trends, patterns, or relationships within the dataset, enabling an understanding of complex data. The primary software tool for conducting statistical analysis was SPSS, which helped compute descriptive statistics, inferential statistics, and regression analysis (McCormick and Salcedo, 2017).  
 Justification: In this research, correlation analysis was applied to determine the relationship between factors regarding leadership practice and organisational performance. It quantified the direction and magnitude of the relationship between transformative leadership and performance outcomes, such as employee productivity, innovation, and outcomes, using Pearson’s correlation coefficient (Castleberry and Nolen, 2018). To uncover and identify meaningful patterns and relationships in the data with the help of this statistical method, which helped us to understand how various aspects of leadership are related to other critical organisational benchmarks. In light of the correlation analysis, knowledge regarding the specific leadership styles prevalent in the workplace that positively impact workers' productivity and morale was also developed (Braun and Clarke, 2012). Multiple regression is a statistic used to understand the relationship where a single variable (dependent variable) has to be to two or more variables (independent variables). It is an advancement of simple linear regression in that more than one independent variable can be included when modelling the dependent variable, thus giving a richer story of the independent variables influencing the dependent variable.
Another analysis used involved applying variance analysis to test the means of many groups (Tuffour, 2017). This statistical test enabled the researcher to establish if there were differences in the level of impact of different types of leadership on the dependent variables, including employees’ performance and morale. Correlation analysis was also used to test the strength or direction of these coefficients (Teherani et al., 2015).  In this study, the pilot test focuses on analysing the relationship between attitudes towards transformational leadership practices and employees' level of engagement.  Moreover, assessing the relationship between the demographic characteristics of the respondent in terms of gender, age, and work experience and their response as to how the transformative leadership has impacted their performances and engagement in UK retail will provide us with profound insights. For example, young learners with fewer years of working experience may respond positively to transformational leadership as they are open to embracing new ideas and styles in organizations compared to veteran learners with multiple years of working experience who prefer structured, standardized leadership. Using these correlations enables recommendations to be made exploring the leadership style applicable to individuals. For instance, leaders could apply creative ways to involve younger people at work and may involve more employees in the decision-making process regarding elderly employees. This flexibility can further enhance critical performance while simultaneously improving the morale and productivity of various employee categories in the organisation (Eriksson et al., 2013).
Regression analysis was also used to analyse and quantify the interacting factors between the dependent and independent variables viewed as factors that would help predict the degree to which the elements of employee engagement in the retail setting could be enhanced and to provide the identified recommendations based on scientific evidence (Bala, 2016). In research, a pilot phase is essentially the initial version of a research process, conducted to check out or find out and fix possible problems that may hinder the study's success in the implementation stage. Occasionally, it is carried out at the onset to confirm the efficiency, dependability, and reliability of the testing instruments, strategies, and the entire study. The process enables the researcher to pilot-administer the questionnaires to several individuals to ascertain and avert unclear questions.
2. [bookmark: _Toc172233165]Ethical Consideration 
No less critical and direct requirement for any research is that ethical considerations remain the primary subject of attention (Suri, 2020). In particular, protecting human subjects' welfare and individual rights is necessary. Insofar as the quantitative research investigates the influence of the transformational leadership style on productivity and employee engagement in the UK retail setting, the following ethical elements should be guaranteed. First and foremost, every subject should give informed consent to participate in the study. In other words, the participant should receive information on the purpose of the study, its potential risks and obstacles, the expected outcome, and their rights. In addition, the confidentiality of all data should be secured to avoid any information leaks and unwillingness to cooperate (Najafabadi et al., 2015). Namely, that needs protection, which accompanies the next point. The participants' confidentiality and privacy regarding the shared information or records should also be ensured. Whether that information should be protected also depends on the data protection directive, elaborated in the General Data Protection Regulation in the European Union (Gajjar, 2013). Lastly, ensuring the subject's well-being is safe is an effort. Namely, it is a risk reduction and access to assistive, supportive measures implemented if certain elements are detrimental to the subject.
2. [bookmark: _Toc172233166]Research Limitation
While the described research design and methodology offer meaningful information on transformational leadership within the UK retail sector, the research has several limitations. Firstly, choosing a quantitative research method may restrict a comprehensive understanding of the intricate relationships between leadership productivity and engagement. Being unable to account for all possible qualitative characteristics and behaviours that may explain organisational outcomes, quantitative analysis is limited to correlation and does not cover causation (Maxwell, 2021). Secondly, self-reporting measures, such as surveys, may cause bias due to the threat of response and social desirability. Furthermore, the revealed limitation of the generalising ability of the calculated model to other sectors and countries should be considered. Physical retail settings of the UK sector have their conditions and business regularities that need to be well-documented and recognised for future implementation of the results of a similar study in other contexts. Specifically, the data collection could have needed to be more extensive regarding the size of samples and representative variety of respondents to exclude generalisations. Finally, the methodological inability of the study to present causality and provide information on dynamic tendencies during more than the given time frame may have been resolved in longitudinal qualification.
2. [bookmark: _Toc172233167]Critical Evolution
The current examination commences with the chapter's introduction, including detailed coverage of the research design, philosophy, approach, data collection and analysis, ethical considerations, and limitations of the study on the impact of transformational leadership on productivity and engagement in the UK retail sector. These can be stated as follows: Depending on the source; it is noted that the chapter only serves as an introduction to the discussion of the methodology and criteria for choosing the research approach, thus preceding their proper understanding and analysis. The first decision in the research is made regarding the distinction between quantitative and qualitative methods and their feasibility in the study context. Mohajan (2020) stated that adopting the quantitative research approach in the present study appears adequate because of the significance of assembling significant facts and statistics for identifying the multiple complex factors in the context of the retail sector, which is the primary data collected. Furthermore, the specimen fits in the quantitative approach as it majors in hypothesis and causality assertions, which are relevant, bearing in mind the research assumptions that consider the undertaking as exploring the effects of transformational leadership on organizational outcomes. This section of the research philosophy introduces the rationale for adopting the positivistic research worldview instead of the interpretive one. The arguments on logical positivism in contrast to interpretivism were presented to identify why positivism was most suitable to apply for the study, especially concerning the empirical relations and building of knowledge. Compared to other sections, the research approach section is also quite good, outlines the use of the deductive approach, and provides an excellent reason for the webinar. 
The argument based on the theorising and hypothesis contributes to the deduction. The extent to which the arguments are supported by evidence was also significant in developing a logical argument. Data collection was also adequately done, beginning with various methods such as Google Survey and the Likert scale. The presentation of how these methods were more suitable due to the large sample and the response was also significant and effectively done. The data analysis is also well done, outlining statistical techniques such as using SPSS for correlation analysis, regression analysis and ANOVA analysis, and the rationale explanation is done singularly well. Graphical illustrations are also highlighted, clarifying the arguments (Kent, 2020). Pearson correlation is one of the most commonly used statistical measures to determine the degree of linear relationship between two variables measured on a continuous scale (Schober, Boer and Schwarte, 2018). It gives a value between -1 and 1 and is known as the correlation coefficient (r), which shows the strength and direction of the relationship. The correlation coefficient is a Pearson's r value that ranges between -1 and 1, where 1 means perfect positive correlation, -1 means perfect negative correlation, and 0 means no linear correlation. Pearson correlation can be used to determine the extent of a relationship between two variables, specifically in terms of the direction and strength of their relationship. Although the section on ethical considerations is brief, the arguments on how the ethical consideration was to be addressed were also fixed in the sense that the proper principles, such as confidentiality, informed consent, and the general well-being of the participant. Finally, the section on the limitations conduction indicates the results of the capacities of the study, which shows the areas where qualitative argument may not have been sufficient to cover the entire study's meaning. 


1. [bookmark: _Toc168403855][bookmark: _Toc172233168]Chapter 4: Results and Findings
3. [bookmark: _Toc168403856][bookmark: _Toc172233169]Introduction
Chapter 4 rotates around the central theme of executive orientation by considering leadership central to organisational performance and culture. This chapter focuses on dissecting data provided by the participants regarding the effect of leadership in engendering commitment, creativity, and organisational success. This paper uses the Social Package Statistics and Sciences application analysis to undertake statistical correlations between transformational leadership and several organisational outcomes. Further, graphic information helps to understand the characteristics of the demographic employment structure, including age, gender employment, and experience of the employees (Jiang et al., 2017). Moreover, the chapter focuses on the main aspects of leadership, namely, the processes identified with the goals and objectives of an organisation, creativity encouragement, and psychological empowerment. In this chapter, the survey data will be discussed in a clear and structured manner (Kallio et al., 2016). Thus, it will try to draw attention to one of the most critical issues faced by UK retailers – the proper implementation of leadership practices and the positive effects they have on the engagement and productivity of the employees. In the end, it offers a clear roadmap of how, when and why transformational leadership positively impacts organisational results and offers some ideas on how these leadership approaches can be strengthened to promote organisational engagement and performance.
3. [bookmark: _Toc168403857][bookmark: _Toc172233170]Graphical Illustration
In the age distribution of the employees in retail organisations in the UK, the 25-34 age group is 46%, and the 35-44 age group employs 40% of the people. This analysed a high percentage of the population of productive or economically productive persons, with a total of nearly 85%. The other two age groups, which can be pointed out in the 15% of the workforce, are 18-24 and 45-54, which means that these groups are minimal but essential to the entire figure. 
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[bookmark: _Toc167709085]Figure 1: Age
Equipping leaders with 46.3% male and 54.7% female representation, leaders can define inclusive practices that address people's different choices and situations. Leaders who admit and appreciate the different genders' points of view can improve employee engagement, thus increasing productivity and customer satisfaction. 
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[bookmark: _Toc167709086]Figure 2: Gender
As for the employment status of the UK retail sector, most people work full-time, making the workforce about 20% full-time. The statistics show that part-time workers constitute 20% of the whole industry, which proves that both full-time and part-time workers are prevalent in that industry. Moreover, temporary/contract workers account for about 22% of the workforce, which means flexible employment is quite popular in the industry. This category of self-employed workers, or freelancers, is a more minor but essential part of the workforce, which makes up about 12%. 
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[bookmark: _Toc167709087]Figure 3: Employment Status
The study participants are students, those who do not have a job, and retired people among the retailers. This diverse audience offers a broad perspective on the composition of the retail sector's workforce. The employees' experience period in the retail industry varies from several months to twenty-five years—notably, 48. Of the total population of workers, 7% have less than one year of experience, which shows many inexperienced workers. The following distribution, with about 20%, indicates that comparatively many employees have 1-3 years of organisational experience. It can also be observed that workers in the age group of 4-6 years have 17% of the total representation. 3% of the total workforce, those with 3-5 years 15% and 7-10 years 9%. 3%. Continuing employees, who have served for more than ten years, are few but significant, and they represent 2% of the total population.
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[bookmark: _Toc167709088]Figure 4: Years of Experience
The survey results show that 58.6% of people who answered (31.3% strongly disagree and 27.3% disagree) do not feel motivated to do their best work by their bosses. On the other hand, only 24.6% (7.3% strongly agree, 17.3% agree) feel moved, while 16.7% are neutral. The fact that people are not very inspired suggests that the company may not use transformative leadership well, hurting employee engagement and performance. These results aim to find out how transformational leadership affects an organisation's success and its employees' involvement. The results show that the current leadership may need to encourage workers well, which might negatively impact the general success of the organisation and make workers less satisfied.

[bookmark: _Toc167709089]Figure 5: Leaders' Inspiration within the Organisation.
The figure shows that 47.4% of respondents (30.% disagree and 16.7% strongly disagree) think the leadership strategy and organisational goals must be aligned. Only 26.7% (14% strongly agree and 12.6% agree) think they are aligned, and 26% are neutral. This supposed mismatch can hurt the organisation's cohesion and efficiency, which could cause strategic chaos. These findings examine how employee involvement, psychological strength, and business effects change in the retail industry over time. The data shows that when leaders' vision is outside the organisation's goals, it is likely to make workers less engaged and less confident in their abilities. Psychological freedom may act as a go-between for the benefits of innovative leadership on performance. 

[bookmark: _Toc167709090]Figure 6: Leadership's Vision Is In Line With the Organisational Goals.
The survey results show that 27.3% of people who answered disagree, and 22.0% strongly disagree that leadership in their organisation promotes creativity and new ideas. 14.7% strongly agree, 14.7% agree with this statement, and 21.3% are neutral about how they feel about it. A significant proportion of employees (49.3% of those surveyed) disagree, which suggests the majority believe their bosses do not back new ideas and creativity. These results are significant because they show where innovative leadership might be lacking. Based on the data, how leaders are currently doing things might not encourage creative thought and new ideas necessary to make businesses more competitive and effective in the retail sector.

[bookmark: _Toc167709091]Figure 7:  Leadership in the organisation promotes innovation and creativity
As for how respondents believe transformational leadership affects the success of an organisation, 26.0% strongly disagree, 24.7% disagree that it has a good effect, 16.0% agree, and 12.0% strongly agree. Also, 21.3% of those who answered were neutral. With a total of 50.7% disagreeing, this split view shows that many workers need to figure out how transformational leadership can improve the performance of an organisation. These results are directly addressed by explaining how employees think revolutionary leadership works. Organisational success could be improved by addressing these ideas and using better transformational leadership methods.

[bookmark: _Toc167709092]Figure 8: Transformational Leadership has a Positive Impact on the Performance of Organisations.
The figure shows that 20% of those who answered the survey strongly agreed, and 18% agreed that they feel mentally encouraged to make decisions in their job. 23.3% disagree, 19.3% strongly disagreed, while 19.3% were neutral. According to this spread, workers are pretty evenly split regarding how empowered they feel mentally. The third research objective examines how psychological freedom affects transformational leadership, employee involvement, and organisational success. Because so many workers feel like they need more power to make decisions, current leadership styles may not create an environment that encourages authority in making decisions, which could negatively impact total engagement and performance.

[bookmark: _Toc167709093]Figure 9: Psychologically Empowered To Make the Decisions In Theirs.
The figure shows that 13.3% of respondents strongly agree, and 22.67% agree that their level of engagement directly affects their performance. 18% strongly disagree, 21.33% disagree, while 24.7% stay neutral. However, these data show that while a substantial portion of workers (36.0%) agree that there is a clear link between their engagement and success, a significant portion (39.3%) disagree with this relationship. Finding out how transformational leadership affects organisational success and employee involvement is the first research objective, and this understanding is essential for that. The results show that improving leadership practices that turn employees into active participants could significantly improve performance. The objective was to give practical suggestions on improving organisational performance and engagement. 

[bookmark: _Toc167709094]Figure 10: Level of Engagement Is Directly Related To Their Performance at Work
The results show that 14.0% of respondents strongly agree, and 24.7% agree that workers in the retail industry must constantly change and come up with new ideas because the industry is constantly changing. However, 21.3% strongly disagree, 22.0% disagree, and 18.0% are unsure how neutral they feel about it. This spread shows that employees have a range of opinions. 43.3% do not see the need for constant change and innovation, which is very important in a fast-paced business like retail. This finding examines how employee involvement, psychological freedom, and retail business results are related. The results show that innovative leadership should stress the importance of being flexible and coming up with new ideas to match workers' views with what the industry needs. 

[bookmark: _Toc167709095]Figure 11: Engagement with Work Affects the Overall Success of The Retail Business
The figure shows that employee participation affects the success of the retail business: 19.3% strongly agree, 20.7% agree, 18.7% strongly disagree, and 19.3% disagree. Besides that, 22.0% are neutral. This information is essential to find out how transformational leadership affects the work of an organisation and how engaged its employees are in their work. The data shows that leaders need to explain better and emphasise how each person's involvement affects the business's success. This aims to give valuable suggestions on how to improve performance and involvement in the workplace by using transformational leadership techniques that work.

[bookmark: _Toc167709096]Figure 12: Work Affects the Whole Retail Business
The survey results show that 17.3% of people strongly agree, and 18.7% agree that psychological freedom makes them feel more responsible and like they own their role. On the other hand, 18.7% strongly disagree, 24.0% disagree, and 21.3% are neutral. This spread shows that people's views are pretty evenly split: 42.7% of employees see the benefits of psychological empowerment, while 42.7% do not feel empowered. Findings like these are essential and look at how psychological freedom affects the relationship between transformational leadership, employee involvement, and organisational success. According to the data, giving workers more psychological power could make them feel more responsible and like they own their work, making them more engaged and improving their performance.

[bookmark: _Toc167709097]Figure 13: Impact of psychological empowerment on job performance.
Of the effect of innovative leadership on psychological freedom, 18.7% strongly agree, 22.0% agree, 20.0% strongly disagree, 20.0% disagree, and 19.3% are neutral. The nearly equal number of answers (40.7% agree and 40.0% disagree) shows that workers have different ideas about how transformational leadership can help them feel more empowered. This result is significant in discovering how transformational leadership affects an organisation's success and employee involvement. It shows that transformational leadership makes some workers feel powerful while others do not see a big difference. This means that transformational leadership styles need to be used more often to successfully give all workers more power. This aligns with the goal of better organisational performance through increased engagement and power.

[bookmark: _Toc167709098]Figure 14: Effect of Transformational Leadership on Psychological Empowerment
The figure for 15.3% of people who responded to the survey strongly agrees, and 18.7% agree that psychological freedom links staff involvement and organisational success. In contrast, 14.0% strongly disagree, 29.3% disagree, and 22.7% are neutral. It is essential to know these results for Research Objective 3 to examine how psychological freedom affects transformational leadership, employee involvement, and organisational success. The data shows that some workers believe that psychological freedom can improve motivation and performance. 

[bookmark: _Toc167709099]Figure 15: Impact of psychological empowerment between employee engagement and organisational performance
The figure shows how engagement affects empowerment; 16.0% strongly agree, and 24.7% agree that when people are involved with their work, they feel more empowered to add to the organisation's goals. However, 16.7% strongly disagree, 22.0% disagree, and 20.7% are neutral about their thoughts. This chart shows that 40.7% of employees agree that connection makes them feel more powerful, while 38.7% disagree. The study aimed to look into how engagement changes over time and how that changes business outcomes. Getting employees more involved can give them much power to help the company reach its objectives. This shows how important transformational leadership practices are for involving employees to improve the company's overall performance.


[bookmark: _Toc167709100]Figure 16: Employee involvement in the organisation
The survey results show that 16.0% strongly agree, and 29.3% agree that regular training and growth chances help people do their jobs better. In contrast, 15.3% strongly disagree, 18.0% disagree, and 21.3% are neutral how they feel about it. Findings like these are related to the research objective of giving useful advice on improving company success, employee motivation, and psychological freedom. The results show that better training and development chances could be a pivotal way to boost success at work. 


[bookmark: _Toc167709101]Figure 17: Impact of regular training on job performance
Regarding giving employees freedom and the power to make decisions, 14.7% of respondents strongly agree, and 29.3% agree that these things make employees more engaged. However, 20.7% strongly disagree, 18.7% disagree, and 16.7% are neutral about what to say. These findings are articulated to the research question that focuses on the impact of psychological freedom on transformational leadership, employee participation and the organisation's success. This method can increase the breakthrough level of employee engagement and organisational success; these two factors align with the study question about the consequences of operational transformational leadership.

[bookmark: _Toc167709102]Figure 18: Freedom and Authority to Make Decisions
According to Figure 19, 25.33% of respondents strongly agree, and 15.33% agree; the opposite states that it is 18. 0% strongly disagree 19. 3% disagree, and 22. 0% are neutral. In the case of the statement explaining that trust and open communication are crucial for psychological freedom, the ratio of employees claiming to know it equals 40. 6%, while the ratio of employees who think such components are mandatory equals 37. 3%. Such findings are beneficial for focusing on the impact of psychological liberty in the context of transformational leadership, employee participation, and organisational effectiveness.

[bookmark: _Toc167709103]Figure 19: Culture of Trust and Open Communication
The figure shows that 12% of respondents strongly agree, and 27.3% agree that implementing the suggestions would improve the organisation's success and get employees more involved. However, 20.7% strongly disagree, 21.3% disagree, and 18.7% are neutral about how they feel about it. This chart shows that workers have mixed feelings about the suggestions. These results are related to the research objective, which is to give helpful advice on improving performance, connection, and freedom. However, leaders may need to explain how these suggestions work better to get more support and successfully use transformational leadership practices that lead to organisational success.

[bookmark: _Toc167709104]Figure 20: Organisational Performance and Employee Involvement
3. [bookmark: _Toc168403858][bookmark: _Toc172233171]SPSS Analysis
Table 1: Pearson correlation shows the Impact of Transformational Leadership
	 
	The leadership in my organisation inspires me to excel in my work.
	The vision set by leadership aligns with the goals of the organisation.
	Leadership in my organisation encourages innovation and creativity.
	Transformational leadership positively impacts organisational performance.

	The leadership in my organisation inspires me to excel in my work.
	1
	.363**
	.405**
	.287**

	
	 
	.000
	.000
	.000

	The vision set by leadership aligns with the goals of the organisation.
	 
	1
	.283**
	.315**

	
	 
	 
	.000
	.000

	Leadership in my organisation encourages innovation and creativity.
	 
	 
	1
	.470**

	
	 
	 
	 
	.000

	I believe that transformational leadership positively impacts organisational performance.
	 
	 
	 
	1



The Pearson correlation study shows strong positive links between different parts of transformational leadership and how people see the success of an organisation. In particular, workers who say they are motivated by their company's leaders also tend to think that the leader's vision and goals align with each other (r =.363, p <.001). Additionally, a vital link (r =.470, p <.001) exists between workers' opinions that transformational leadership improves their company's performance and the leadership's support for new ideas and creativity. These results show that leaders' behaviours that encourage greatness and new ideas are seen as signs of transformational leadership that works. This, in turn, affects how workers think the organisation is doing. Also, correlation coefficients between.287 and.470 show mild to solid relationships. This points to a strong link between the factors that were studied. The significance values (p <.001) show these relationships are very strong. In conclusion, the results show that innovative leadership behaviours like supporting creativity and driving greatness are linked to workers' good views of the company's performance. For the UK retail business to be more successful, these findings show how important it is to develop creative leadership skills.
Table 2: Multiple regression shows the Dynamic Relationship Between Employee Engagement, Psychological Empowerment, and Retail Business
	Variables
	Employee Engagement

	
	
	Beta
	t
	p

	(Constant)
	
	.331
	1.189
	.236

	I feel psychologically empowered to make decisions in my role.
	
	.120
	1.713
	.089

	My level of engagement directly influences my performance at work.
	
	.077
	.949
	.344

	The retail industry's dynamic nature requires employees to adapt and innovate constantly.
	
	.109
	1.398
	.164

	I believe that my engagement with work affects the overall success of the retail business.
	
	.249
	3.046
	.003

	Transformational leadership positively influences my psychological empowerment.
	
	.315
	4.545
	.000

	R2
	42.1%
	
	
	

	F
	20.957
	
	
	.000



Using multiple regression analysis, can see how employee involvement, psychological strength, and the success of the retail business change over time. The results show several interesting things. First, the general model is statistically significant (F (5, 194) = 20.957, p <.001), which means that the variables explain a large part of the variation in employee involvement. The R² number of 42.1% means that the factors in the model can explain about 42.1% of the variation in how engaged employees are with their jobs. It turns out that "I believe that my engagement with work affects the overall success of the retail business" is a strong indicator of employee engagement (β = .248, p = .003). It seems that workers are more likely to be involved in their work if they think there is a strong link between their work and the success of the retail business. "Transformational leadership positively influences my psychological empowerment" is also a strong predictor of employee participation (β = .315, p < .001). Workers who think innovative leadership makes them feel more psychologically empowered are likelier to be involved in their jobs. However, the predictors "I feel psychologically empowered to make decisions in my role," "My level of engagement directly affects my performance at work," and "The retail industry is always changing, so employees have to be flexible and come up with new ideas" are not statistically significant at the .05. The results show that workers who think there is a strong connection between their job and the success of the retail business are more likely to be involved. These results show that organisational and leadership factors play a significant role in getting employees to work hard, which can help retail businesses succeed.
Table 3: ANOVA Analysis shows Recommendations to Increase Organisational Performance, Employee Engagement, and Psychological Empowerment
	
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	Regular training and development opportunities contribute to increased performance in the workplace.
	Between Groups
	40.848
	4
	10.212
	6.863
	.000

	
	Within Groups
	215.746
	145
	1.488
	
	

	
	Total
	256.593
	149
	
	
	

	Providing autonomy and decision-making authority enhances employee engagement.
	Between Groups
	49.272
	4
	12.318
	7.610
	.000

	
	Within Groups
	234.702
	145
	1.619
	
	

	
	Total
	283.973
	149
	
	
	

	Cultivating a culture of trust and open communication is essential for psychological empowerment.
	Between Groups
	42.615
	4
	10.654
	6.885
	.000

	
	Within Groups
	224.378
	145
	1.547
	
	

	
	Total
	266.993
	149
	
	
	



The ANOVA test examines how different suggestions affect the organisation's work, workers' motivation, and sense of psychological power. Significant variations exist between the groups for each suggestion, meaning these factors impact the essential outcomes. Significant variation exists between the groups for the idea that "Regular training and development opportunities lead to better performance at work" (F (4, 145) = 6.863, p <.001). How companies provide training and chances to grow affects how well they do their jobs. Some groups disagree with the statement, "Giving employees freedom and responsibility makes them more engaged."
To put it another way, workers' level of engagement is affected by their freedom and capacity to make choices. Another place where the groups are very different is in the statement, "Building a culture of trust and open communication is essential for psychological empowerment" (F (4, 145) = 6.885, p <.001). This demonstrates how groups build trust and how talking to each other affects feeling strong mentally. Shows how important these ideas are for helping groups reach their targets. Offering regular training and growth opportunities, freedom, the power to make choices, and a culture of trust and open communication will make the staff more interested and free in their thinking (Block, 2016).




1. [bookmark: _Toc172233172]Chapter 5: Discussion, Conclusions, and Recommendations 
4. [bookmark: _Toc172233173]Introduction
This chapter aims to critically explore and elucidate the impact of transformative leadership on the performance and engagement of UK retail organisations based on the research analysis conducted in this study. The findings are then discussed to give a clear and coherent account of the study's outcomes relative to the objectives set for the study and the literature reviewed. 
4. [bookmark: _Toc172233174]Discussion of Results
Analysis from the empirical study suggested that integrating transformational leadership produces excellent results in measuring organisational performance. Employees with the transformational perception of the leaders tended to concur that the leader's vision matched the organisational goals, pointing to a positive association with higher organisational effectiveness; r = .363 p < .0001. This work supports the proposition made by authors Pradhan et al. about the fact that transformational leadership boosts the organisational performance of organisations belonging to various industries. In the same way, Al Otaibi et al. (2023) subdivide transformational leadership based on how it motivates and energises the workforce and stimulates intellect in the workforce. These lead to improvement in commitment and, therefore, the performance of employees. The following is a synthesis of the scholarly articles.
However, this study found that transformational leadership is subject to some limits through factors including culture and operation mode, as Al Otaibi et al. (2023) argued. One should consider the role of transformative leadership in enhancing the overall UK retail performance (Ilsever, 2021). However, its usefulness is comparable with its application to retail, which is saturated and shifts based on consumer preferences and desires. As suggested, it is argued that environment and leadership style influence transformative leadership outcomes. Hence, the findings of this study provide theoretical underpinnings that could be useful in advocating for the use of transformational leadership (Rooi, 2021). However, this type of leadership is only fit for some types of scenarios, and the applicability of this type of leadership would depend upon specific characteristics of the retail business and other factors, as mentioned by Mekraz and Gundala (2016). 
It also fills the existing gap in knowledge by investigating the effect of transformational leadership on the performance of organisations and the level of engagement among employees in UK retail organisations (Nienaber and Martins, 2020). However, what has emerged is that this leadership cannot occur in a vacuum, and the problems that are endemic to the retail industry must be kept in mind (Daud, 2020). Presumably, such changes will be introduced and managed correctly. In that case, it should be possible to build on those challenges and create a more positive organisational culture that allows managers to get the most benefit of transformational leadership in enhancing performance and staff engagement (Virgiawan, Riyanto and Endri, 2021).
These research findings provide important implications for the growing literature on leadership and management, particularly in the retail sector, as they highlight the importance of transformational leadership for organisational success.
The findings show a significant positive and dynamic relationship between the levels of employee engagement in the organisation and the performance of retail businesses. The results show that levels of engagement positively affect attitudes toward the notion that one's work significantly affects the performance of the retail business (β =.249, p =.003). This finding agrees with the views of Mekraz and Gundala (2016), who also noted that high levels of employee engagement can enhance competitive retail market outcomes. There is a positive relationship between the level of commitment of employees and the ability of an organisation to satisfy its customers; this, in turn, leads to increased sales and decreased levels of staff turnover (Turner, 2019). However, the literature also highlights several issues that hinder the retail sector from maintaining high employee engagement levels, such as low wages, repetitiveness, and high turnover rates (Nguyen, 2020). Despite these life realities, retail organisations should encourage work-related engagement. The present study's results support this, revealing that while many employees recognise the importance of engagement, numerous obstacles hinder it across the workforce (Byrne, 2022).
The research also showed that psychological empowerment moderates the relationship between employee engagement and organisational performance. Psychological empowerment of employees has a positive and significant relationship with employees’ job embeddedness and perception of the significance of their work (β = .315, p < .001). This corresponds with Mubarak and Noor (2018), who note that psychological empowerment is a multistep process that offers employees the necessary control, skill, and purpose. Employees’ autonomy enhances performance by reducing acts of truancy, hence improving organisational performance. However, one limitation of the study is that 42.6% of the employees reported not having decision-making power in the workplace. This indicates that although there is a possibility of gaining benefits from the concept of psychological empowerment, such as increased engagement and performance, some organisational factors should be considered. Such barriers may include a lack of decision-making authority, a lack of appreciation, and poor workforce development.
The findings of this study are in line with the existing studies on employee engagement and psychological empowerment. For example, Mekraz and Gundala (2016) argued that these factors help ensure the success of organisational functions in the retail industry, while Schneider et al. (2018) also supported this claim. That can be attributed to the fact that employees are more likely to offer excellent customer service when they are involved and supported, and this correspondingly continues to be a key differentiator in competitiveness in the retail subsector. According to Nguyen (2020), the business's actual performance can be subjected to some unpredictable factors that are externally influenced, such as the economic environment and the level of competition in the marketplace. Shah et al. (2019) and Mubarak and Noor (2018) have agreed that valuing employees' respect and focusing on them can enhance engagement and reduce turnover. This assertion can be supported by the findings obtained in this study, which established that for psychological empowerment to prevail in an organisation, the climate must be positive: F (4, 145) = 6. 885, p <. 001]Concerning communication and trust, the gap between the two groups was significant. This, however, can only be done if specific barriers identified during the study are eliminated – lack of decision-making autonomy and a low degree of admiration.
The multiple regression analysis further reveals that the belief that work engagement positively correlates with business performance strongly determines employee engagement (β =.248, p = 0.003). Similarly, Work team innovation is another significant mediator in the relationship between transformational leadership and psychological empowerment and engagement (β =. 315, p <. 001). These findings suggest that the feeling of competence can be magnified as the approach to improving performance in the retail industry, and the relation between leadership behaviours and the established engagement objectives needs to be strengthened. The analysis of the ANOVA provides more support for these conclusions, stating that training and development opportunities, autonomy, and the creation of an open and trusting organisational culture when it comes to chances for training and development are effective ways of increasing engagement and empowerment. These are strategic directions for developing a work environment and fostering psychological facilitation and engagement (Pradhan et al., 2017). Consequently, to build awareness of the bridge between TL, engagement, and functioning, this study proposed the construct of psychological empowerment. The literature indicates a significant positive correlation between psychological empowerment and salient employee outcomes such as performance and engagement and organisational performance (Lewa et al., 2022; Lasrado & Kassem, 2021).
The findings also support previous studies conducted on the effects of psychological empowerment on organisational performance. As Lewa et al. (2022) highlighted, energising hours fosters staff members well when organisations apply transformational leadership to promote psychological empowerment. The present research has identified that the empowerment and decision-making areas signified significantly higher transformational leader behaviour ratings from the subordinates in groups where control, self-management, and decision influence got stronger.
However, Lasrado and Kassem (2021) found that psychological empowerments boost worker competence, self-management, and engagement. 
As highlighted in the literature review section, there are some limitations and possible difficulties associated with the method. However, despite the positive correlations observed, the study has identified some areas that require attention. According to Setiadi et al. (2020), resistance to change or lack of confidence in the leadership could be other reasons that lead to opposition to empowering the workforce; this may reduce the effectiveness of empowerment programmes. From the survey results, it is possible to identify probable barriers such as lack of decision-making authority, low recognition, and lack of opportunities for career advancement, resulting in 42.6% of the workers not feeling empowered to make decisions. These are essential factors that must be overcome if the empowerment programmes are to succeed. This means that although psychological empowerment may enhance levels of performance and usefulness, accomplishing this goal becomes a sensitive issue controlled by the opposition and the need to promote trust.
The study analysis enhances the understanding of the role of mediating psychological empowerment between the study variables: employee engagement, transformational leadership, and organisational performance. The multiple regression analysis results revealed a significant relationship between psychological empowerment and employee engagement, with multiple regression coefficients being statistically significant (F = 22.334, p <.001) and the standardised regression coefficient, or beta.315 (t = 8.399, p <.001). This indicates that when employees feel empowered, they are likely to be committed and perceive importance towards the amount of work. This supports the literature conclusively showing that enhancing engagement and active performance comes from creating psychologically empowering leaders with self-autonomy, competence, and purpose (Pradhan et al., 2017; Lasrado & Kassem, 2021). According to the study, transformational leadership increases employee engagement and psychological empowerment. According to Lewa et al. (2022), transformational leadership motivates and excites employees and empowers them psychologically. Lack of trust and change fear must be addressed to overcome empowerment resistance, according to Setiadi et al. (2020). Thus, retail managers should foster an organisational culture where employees trust their supervisors and competence. Clear and open communication, regular recognition of worker efforts, and opportunities to learn and practise new skills help achieve this.
4. [bookmark: _Toc172233175]Conclusion
The research aims to determine the primary concern, which was to understand the role of transformational leadership on the performance of the organisation and the engagement level of the retailers in the UK. Furthermore, it aimed to fill the gap on how psychological empowerment can help moderate employee engagement and ultimately help organisations perform optimally. The research aimed to establish a broad understanding of variables that are most conducive to applying transformational leadership that would lead to overall improved productivity and employee commitment within the retail industry of the United Kingdom. The study identified several fundamental findings concerning the change process, supported by the model of transformational leadership, engagement, and psychological empowerment in the context of the retail sector of the United Kingdom. The analysis and finding done to establish the causality between transformational leadership and organisational performance revealed positive results. The result further indicated that enthusiasm in the organisation was positively connected with inspiration from the leader in combination with vision. Applying transformational leadership improves job performance rates and levels of job satisfaction among employees. However, regarding the purported transformational leadership, a good percentage of the participants did not understand the gains in that leadership style, indicating shortcomings in leadership and communication. The study's outcome also further affirmed that the level of engagement had a positive relationship with business performance in retail. The findings suggested that increased employee engagement directly affected improved customer satisfaction, higher sales, and lower organisational turnover rates.
4. [bookmark: _Toc172233176]Recommendations
3. [bookmark: _Toc172233177]Recommendations for Future Research
To build on the insights provided by this research, several key avenues for future studies are recommended. First, moving from cross-sectional to longitudinal research designs will allow for a deeper understanding of how transformational leadership (TCL) and psychological empowerment (PE) affect organisational performance and employee engagement over time. Such studies could reveal how these dynamics evolve and impact long-term outcomes, particularly in the retail industry where changes in consumer behaviour and market conditions are frequent (Liu et al., 2022). It is crucial to explore how transformational leadership is adapted across different organisational contexts within the retail sector. The retail industry, characterised by its fast-paced, consumer-focused environment, may present unique challenges and opportunities compared to other sectors such as manufacturing or healthcare. Research should investigate how TCL strategies are tailored to fit the specific demands and dynamics of retail compared to more bureaucratic or professionalised settings (Bocken & Konietzko, 2022). The impact of technological advancements on the relationship between TCL, PE, and organisational performance warrants further investigation. As technology, including AI, big data, and other IT innovations, increasingly influences retail operations, understanding how these tools affect leadership practices and employee engagement is essential. Future research should assess how technology can be leveraged to enhance transformational leadership and drive positive outcomes in retail organisations (Huang et al., 2021; Al Otaibi et al., 2023).
Additionally, future studies should incorporate qualitative methods such as interviews and case studies to complement quantitative survey data. This mixed-methods approach can provide richer insights into the relationships between TCL and PE, revealing additional factors that influence employee commitment and productivity. By capturing nuanced perspectives, researchers can better understand how these constructs interact and impact employee engagement in retail settings (Al Kindy & Magd, 2021; Pradhan et al., 2017). Finally, examining cultural variables, including national and organisational cultures, is vital. Understanding how these cultural dynamics affect TCL and employee engagement can lead to the development of leadership models that are culturally sensitive and more effective in diverse retail environments. This research can help tailor leadership practices to fit the cultural realities of different regions and organisational subcultures (Bamidele, 2022; Gupta et al., 2022). 
3. [bookmark: _Toc172233178]Managerial Recommendations
For UK retail managers aiming to enhance organisational performance and employee engagement, several industry-specific strategies should be considered. Firstly, investing in ongoing, industry-specific professional development is crucial. Retail managers should provide training programs that address the particular skills and knowledge required in the retail sector, such as advanced customer service techniques and adaptability to market trends. This will help employees stay current and improve their performance (Saks, Gruman & Zhang, 2022). Furthermore, fostering a culture of trust and innovation within the workplace is essential. Managers should create an environment where employees feel recognised and valued, and where open communication and feedback are encouraged. In the retail industry, where responsiveness and creativity are key, promoting a culture that supports employee participation and idea generation can significantly enhance engagement and performance (Nienaber & Martins, 2020; Suomi et al., 2021). Aligning leadership vision with organisational goals is vital for creating a cohesive and motivating work climate. Leaders should ensure that their vision supports key retail objectives, such as customer satisfaction and operational efficiency, to create a harmonious work environment that drives organisational success (Moslehpour et al., 2018).
Furthermore, managers should focus on empowering employees by increasing their autonomy and involvement in decision-making. In retail, where frontline staff play a crucial role in customer interactions, empowering employees to make decisions can enhance their engagement and effectiveness. Providing the necessary training and resources to support this empowerment is also important (Awan et al., 2020). Leveraging technology to support leadership and engagement strategies can drive significant improvements. Managers should invest in technologies that facilitate real-time feedback, performance tracking, and personalised development opportunities. By integrating technology into leadership practices, retail organisations can enhance employee satisfaction and drive innovation (Huang et al., 2021).
4. [bookmark: _Toc172233179]Limitations of the Research
Several limitations were identified within this study that may have influenced the outcome. The first and most specific type is that the study was conducted only among the companies in the UK operating in the retail industry, so the research findings may not be applied to other sectors or countries. Second, using survey questionnaires as the primary instrument for data collection might have only relied on participants' self-reports and thus might have been affected by response bias. Third, as a cross-sectional study, it is possible to find a correlation between transformational leadership, psychoeducation, and (employee engagement while retaining the temporal relationship between the variables cannot be determined. Lastly, the sample size could have been bigger, meaning the conclusions may not have been generalizable to the population. According to the preceding literature review, it is clear that there are several limitations to the study in question. The following areas of improvement should be taken up in future studies: First, there is a need to encompass a variety of industries across different sectors. Second, longitudinal research designs should be applied. Finally, there is a need to have an increased sample size.
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1. The leadership in my organisation inspires me to excel in my work.
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	
	
	
	
	



2. The vision set by leadership aligns with the organisation's goals.
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	
	
	
	
	



3. Leadership in my organisation encourages innovation and creativity.
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	
	
	
	
	



4. I believe that transformational leadership positively impacts organisational performance.
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	
	
	
	
	



5. I feel psychologically empowered to make decisions in my role.
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	
	
	
	
	



6. My level of engagement directly influences my performance at work.
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	
	
	
	
	



7. The retail industry's dynamic nature requires employees to adapt and innovate constantly.
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	
	
	
	
	



8. I believe that my engagement with work affects the overall success of the retail business.
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	
	
	
	
	



9. Transformational leadership positively influences my psychological empowerment.
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	
	
	
	
	



10. Regular training and development opportunities contribute to increased performance in the workplace.
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	
	
	
	
	




11. Providing autonomy and decision-making authority enhances employee engagement.
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	
	
	
	
	



12. Cultivating a culture of trust and open communication is essential for psychological empowerment. 
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	
	
	
	
	




The leadership in my organisation inspires me to excel in my work


Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	31.333333333333336	27.333333333333332	16.666666666666664	17.333333333333336	7.333333333333333	


The vision set by leadership aligns with the goals of the organisation


Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	16.666666666666664	30.666666666666664	26	12.666666666666668	14.000000000000002	


Leadership in my organisation encourages innovation and creativity


Strongly Agree	Disagree	Neutral	Agree	Strongly Disagree	14.666666666666666	27.333333333333332	21.333333333333336	14.666666666666666	22	


I believe that transformational leadership positively impacts organizational performance


Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	26	24.666666666666668	21.333333333333336	16	12	



I feel psychologically empowered to make decisions in my role.	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	19.333333333333332	23.333333333333332	19.333333333333332	18	20	



My level of engagement directly influences my performance at work.	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	18	21.333333333333336	24.666666666666668	22.666666666666664	13.333333333333334	



The retail industry's dynamic nature requires employees to adapt and innovate constantly	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	21.333333333333336	22	18	24.666666666666668	14.000000000000002	



I believe that my engagement with work affects the overall success of the retail business.	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	18.666666666666668	19.333333333333332	22	20.666666666666668	19.333333333333332	



Psychological empowerment enhances my sense of ownership and accountability in my role	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	18.666666666666668	24	21.333333333333336	18.666666666666668	17.333333333333336	



Transformational leadership positively influences my psychological empowerment	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	20	20	19.333333333333332	22	18.666666666666668	



Psychological empowerment mediates the relationship between employee engagement and organizational performance	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	14	29.3	22.7	18.7	15.3	



I feel more empowered to contribute to organizational goals when engaged with my work.	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	16.666666666666664	22	20.666666666666668	24.666666666666668	16	



Regular training and development opportunities contribute to increased performance in the workplace.	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	23	27	32	44	24	



Providing autonomy and decision-making authority enhances employee engagement	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	20.7	18.7	16.7	29.3	14.7	



Cultivating a culture of trust and open communication is essential for psychological empowerment	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	18	19.333333333333332	22	25.333333333333336	15.333333333333332	



I believe that implementing the above recommendations would lead to improved organizational performance and employee engagement	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	20.666666666666668	21.333333333333336	18.666666666666668	27.333333333333332	12	
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