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[bookmark: _Toc202560258]1. Introduction
According to McKinsey (2021), the COVID-19 pandemic has significantly accelerated the adoption of remote working, reshaping traditional workplace interactions. Before the pandemic, remote work was primarily limited to flexible or specialised roles. However, Gallup (2023) highlights that remote or hybrid working arrangements have now become a permanent feature for many organisations. Deloitte (2023) further emphasises that this shift has introduced new communication challenges, significantly impacting employee productivity, motivation, and engagement, making effective leadership communication critical for success.
Leadership communication involves the clear exchange of information, ideas, and emotions between leaders and their teams, including regular virtual meetings and constructive feedback (Men et al., 2021). Digital platforms, such as Zoom, Microsoft Teams, Slack, and Webex, have become essential for facilitating clear communication in remote contexts (Karl et al., 2022). Deloitte (2023) points out that effective leadership communication through these platforms enhances productivity and morale.
Caruso and Salovey (2021) emphasise the importance of emotional intelligence (EI) for effective leadership, particularly in remote settings. Leaders with high EI can manage emotions constructively, fostering trust and emotional support within teams. Emotionally intelligent leadership enhances morale, psychological safety, and engagement, which are particularly crucial in situations where face-to-face interaction is limited (Miao et al., 2021). CIPD (2022) further stresses EI's role in improving leadership communication and employee outcomes in remote settings.
Despite broad recognition of effective leadership communication and EI, Deloitte (2023) and Gallup (2023) identify research gaps, especially within the financial sector, which faces unique challenges around compliance, confidentiality, technology, and efficiency. Addressing these gaps, this research critically evaluates leadership communication strategies and their impact on employee performance and engagement in the remote financial sector, providing practical insights through a mixed-methods approach (Saunders et al., 2023).














[bookmark: _Toc202560259]2. Background and Rationale
The rapid transition toward remote working arrangements in recent years represents a significant change within global workplaces, particularly accelerated by the COVID-19 pandemic. According to McKinsey (2021), remote work has transitioned from a fringe employment practice to an accepted norm for many organisations. Financial institutions, which have traditionally relied on highly regulated face-to-face interactions, have faced unique challenges in adapting to remote and hybrid models, including managing compliance requirements, maintaining confidentiality, ensuring data security, and fostering clear and effective communication (Deloitte, 2023).
In the financial sector, transparent and effective leadership communication is particularly crucial due to stringent regulatory and compliance requirements. Deloitte (2023) highlights that financial organisations must maintain meticulous communication standards, particularly when operating remotely, to ensure operational transparency, security, and regulatory compliance. Ineffective communication in such a context may not only hinder employee productivity and engagement but also pose significant risks related to regulatory breaches, confidentiality concerns, and organisational reputation.
Emotional intelligence (EI), as described by Caruso and Salovey (2021), represents a crucial leadership capability, particularly for managing teams remotely. Financial sector leaders face challenges related to emotional support, motivation, and managing employee stress levels, especially given the demanding nature of financial operations. High emotional intelligence enables leaders to communicate empathetically, better understand employee needs, and create psychologically safe environments (Miao et al., 2021). In a remote financial sector context, such emotionally intelligent communication can significantly enhance employee job satisfaction, engagement, and overall organisational effectiveness.
According to Gallup (2023), financial institutions increasingly recognise the importance of maintaining robust engagement levels and performance standards, given their direct implications for organisational profitability, customer satisfaction, and compliance. The Chartered Institute of Personnel and Development (CIPD, 2022) similarly emphasises the critical role of leadership communication and emotional intelligence in fostering an engaged, motivated workforce. Thus, exploring the effectiveness of these communication strategies in financial sector remote teams has significant practical and operational implications.
Nevertheless, the existing literature offers limited insights, particularly regarding the financial sector's challenges with remote work. While general studies emphasise the broader importance of leadership communication and emotional intelligence, there remains an evident gap in understanding how these factors influence employee outcomes specifically within remote financial organisations (Men et al., 2021; Deloitte, 2023).
Therefore, the rationale for this study lies in addressing this critical gap. The research aims to provide detailed insights into how specific leadership communication strategies, particularly regular virtual meetings, transparency, and emotional intelligence, directly influence employee performance, job satisfaction, and engagement within the financial sector's remote environments. By clearly addressing sector-specific challenges and examining the practical application of leadership communication strategies, this research will deliver targeted insights, helping financial organisations to enhance remote workforce management effectively and sustainably.




[bookmark: _Toc202560260]3. Literature Review
[bookmark: _Toc202560261]3.1 Remote Working Context and Its Challenges
The recent global shift towards remote working, significantly accelerated by the COVID-19 pandemic, has reshaped traditional workplace interactions, affecting employee performance, communication, and engagement. According to recent research by McKinsey (2021), remote work environments have become the new norm, with approximately 52% of workers preferring hybrid or fully remote arrangements since the onset of the pandemic. While remote work offers numerous benefits, such as flexibility and work-life balance, it also introduces significant challenges, including isolation, reduced team cohesion, and difficulties maintaining productivity and motivation (CIPD, 2022). Moreover, a recent Deloitte report (2023) highlights that many organisations continue to struggle with maintaining effective communication strategies, which negatively impacts employee performance and morale.
[bookmark: _Toc202560262]3.2 Leadership Communication Strategies
Effective leadership communication is pivotal in influencing employee attitudes and organisational outcomes. Leaders utilise diverse communication strategies, such as transparent communication, regular team meetings, and constructive feedback, to maintain workforce motivation and engagement. According to recent studies, widely adopted digital platforms in remote working environments include Zoom, Microsoft Teams, Slack, Google Meet, Cisco Webex, and Skype, which enable frequent interactions, virtual meetings, feedback sessions, and real-time collaboration (Karl et al., 2022; Deloitte, 2023). These digital tools provide leaders with capabilities for video conferencing, instant messaging, file sharing, and project management, significantly enhancing clarity and frequency of communication (Karl et al., 2022).
The Transactional Model of Communication highlights the critical role of continuous interactions and feedback loops between leaders and their teams, emphasising how articulated messages through such platforms can enhance employee engagement (Shannon & Weaver, 1949; Miller & Barbour, 2014). Furthermore, recent findings from Men et al. (2021) suggest that the clarity, frequency, and transparency of digital communication directly influence trust and perceptions of leadership effectiveness, significantly affecting remote employee engagement and overall organisational performance. Specifically, Men et al. (2021) highlight how video-based communication platforms, such as Zoom and Microsoft Teams, have become essential tools for establishing trust and maintaining high levels of employee engagement and satisfaction during remote work conditions.
While digital platforms offer substantial advantages, they also introduce new challenges, such as digital fatigue and the potential erosion of work-life boundaries (Karl et al., 2022). Therefore, effective leaders must carefully balance frequency, platform selection, and type of communication to ensure optimal employee engagement and performance in remote settings.
[bookmark: _Toc202560263]3.3 Employee Performance and Engagement
Employee performance and engagement are critical constructs that are influenced by leadership practices, particularly in remote work contexts. Employee engagement refers to employees' emotional and cognitive connection to their work, characterised by vigour, dedication, and absorption (Bakker & Albrecht, 2018). A comprehensive report from Gallup (2023) indicates that companies with higher levels of employee engagement exhibit improved productivity, profitability, and customer satisfaction, underscoring the importance of effective leadership practices in maintaining engagement among remote teams. Moreover, recent research by Wang et al. (2021) demonstrates that clear and consistent leadership communication significantly enhances remote employee performance, fostering a supportive work environment and promoting psychological safety and motivation.
Several strategies for enhancing engagement through remote communication have been emphasised in recent research. These include:
· Regular Virtual Team Meetings:
Structured virtual meetings on platforms such as Zoom or Microsoft Teams, conducted regularly, help maintain team cohesion, increase motivation, and improve collaboration and task clarity (Karl et al., 2022).
· Transparent and Frequent Communication:
Transparent, consistent, and clear communication enhances trust and engagement among remote employees. Men et al. (2021) highlight that transparent communication strategies, including regular organisational updates and clear explanations of decisions, lead to increased employee trust, commitment, and motivation in remote settings.
· Real-time Recognition and Feedback:
Providing timely feedback, recognition, and appreciation of employees' efforts through real-time virtual interactions enhances their morale and engagement. According to the CIPD (2022), leaders who acknowledge employee contributions regularly through digital communication tools, such as Slack or Microsoft Teams, foster higher engagement and stronger emotional connections with their teams.
· Informal Communication and Virtual Social Interactions:
Informal virtual interactions (e.g., virtual coffee breaks, team-building activities, informal chats via Slack channels) help maintain the social fabric of the team and counteract isolation. Deloitte (2023) emphasises that integrating informal communication regularly into remote work routines significantly strengthens team bonding and employee engagement.
· Interactive and Participatory Communication:
Engaging employees in interactive sessions such as Q&A, brainstorming, and decision-making processes fosters higher levels of engagement. Research conducted by Forbes (2022) highlights that involving remote employees actively in organisational decisions through interactive video meetings and real-time collaborative tools enhances their sense of belonging and engagement.
Implementing these strategies through remote communication platforms significantly enhances employee engagement, positively contributing to performance outcomes and overall job satisfaction in remote working environments (Deloitte, 2023; Karl et al., 2022).
However, effective engagement requires careful balancing of communication frequency and method, as overcommunication or misuse of digital tools can lead to digital fatigue, disengagement, and burnout (Karl et al., 2022). Leaders should remain sensitive to these potential pitfalls and proactively adjust strategies to sustain engagement levels.
[bookmark: _Toc202560264]3.4 Relationship between Leadership Communication and Remote Employee Performance and Engagement
The literature highlights a clear link between effective leadership communication strategies and improved employee performance and engagement in remote working environments. According to a comprehensive empirical study by Breuer et al. (2020), effective remote leadership communication has a positive impact on employees' productivity, satisfaction, and overall performance, particularly when regular feedback mechanisms and structured virtual interactions are in place. Furthermore, research by Lee et al. (2021) highlights that leaders who proactively engage in frequent and transparent communication can help mitigate feelings of isolation, maintain social connections, and boost employee morale and engagement, ultimately leading to enhanced performance outcomes.
However, despite clear recognition of this relationship, there remain gaps in understanding the precise mechanisms and effectiveness of specific communication strategies in enhancing performance and engagement (Deloitte, 2023). Specifically, the effectiveness of communication frequency, transparency, and clarity in improving work-life balance and motivation remains under-researched, particularly within remote financial sector employees.
[bookmark: _Toc202560265]3.5 Emotional Intelligence and Leadership Communication in Remote Work Environments
Emotional intelligence (EI), defined as the ability to perceive, understand, manage, and utilise emotions effectively, is increasingly recognised as an essential competency for effective leadership, particularly within remote work environments (Goleman & Boyatzis, 2017). Recent research highlights that emotionally intelligent leaders are more adept at identifying and addressing employees' emotional needs, thereby enhancing engagement, trust, and overall team performance in virtual settings (Caruso & Salovey, 2021).
The transition towards remote working environments has amplified the importance of EI as leaders face heightened challenges related to reduced face-to-face interactions and increased digital communications. According to a recent study by Mayer et al. (2022), leaders with higher EI are significantly more successful in fostering positive interpersonal relationships, effectively managing stress, and promoting a supportive virtual culture among remote teams. This capability is crucial, as remote workers often face emotional challenges such as isolation, anxiety, and burnout (Caruso & Salovey, 2021).
Additionally, research from the Chartered Institute of Personnel and Development (CIPD, 2022) underscores the importance of EI in enhancing communication effectiveness. Emotionally intelligent leaders utilise platforms such as Zoom and Microsoft Teams not only to convey information but also to demonstrate empathy, active listening, and emotional support, thereby facilitating greater employee engagement and productivity (CIPD, 2022). By appropriately interpreting and responding to emotional cues virtually, leaders can effectively build trust and enhance team cohesion and engagement in remote working contexts.
Furthermore, in their extensive research, Miao et al. (2021) have demonstrated that leaders' EI directly influences employees' job satisfaction and engagement levels by fostering a supportive, inclusive, and psychologically safe work environment. Emotionally intelligent leaders utilise clear and transparent communication to reassure employees, offer regular emotional support, and motivate their teams, thereby positively impacting work-life balance and job satisfaction (Miao et al., 2021).
However, despite increasing recognition of EI as a key factor for successful leadership communication, specific studies examining its impact within the financial sector's remote work contexts remain limited. Thus, incorporating EI into this research can effectively address this identified gap, offering further insights into the critical competencies that enhance leadership communication effectiveness and employee outcomes within remote financial organisations.
[bookmark: _Toc202560266]3.6 Summary of the Literature Review
This literature review emphasises the crucial role of effective leadership communication strategies in remote work environments, particularly in shaping employee performance and engagement. The rapid and extensive shift toward remote work environments, significantly accelerated by the COVID-19 pandemic, has transformed traditional workplace communication and interactions (McKinsey, 2021; Deloitte, 2023). In remote settings, clear, frequent, and transparent communication practices, including structured virtual meetings through platforms such as Zoom, Microsoft Teams, Slack, and Cisco Webex, have been identified as essential factors influencing employee motivation, job satisfaction, and overall performance (Karl et al., 2022; Men et al., 2021).
Moreover, various engagement strategies such as regular virtual team meetings, transparent and frequent communication, real-time recognition, informal communication, and interactive communication activities have been found to significantly enhance employee engagement in remote working scenarios (Deloitte, 2023; CIPD, 2022). Additionally, the literature underscores emotional intelligence as a critical competency for effective remote leadership communication. Emotionally intelligent leaders utilise empathy, active listening, and emotional support to promote engagement, trust, psychological safety, and enhanced job satisfaction among remote employees (Caruso & Salovey, 2021; Miao et al., 2021).
Nevertheless, the review has identified notable gaps in existing research, particularly the limited exploration of specific leadership communication strategies and emotional intelligence within remote work environments in the financial sector. Addressing these gaps will provide valuable insights and practical recommendations for enhancing leadership communication effectiveness, fostering higher employee engagement, and improving performance within remote financial sector organisations.




[bookmark: _Toc202560267]4. Research Aim and Objectives
[bookmark: _Toc202560268]4.1 Research Aim
This study aims to evaluate the effectiveness of leadership communication strategies in influencing employee performance and engagement in remote work environments, with a specific focus on organisations within the financial sector. Given the increasing adoption of remote working arrangements post-pandemic, leadership communication has become a key driver in ensuring workforce productivity, motivation, and engagement (Men et al., 2021; Deloitte, 2023). By clearly understanding the specific strategies that leaders use to communicate effectively, this research aims to provide actionable insights into best practices for enhancing performance and employee engagement among remote employees in the financial sector.
[bookmark: _Toc202560269]4.2 Research Objectives
To achieve this overarching research aim, the following specific research objectives are outlined:
1. To identify and critically evaluate the existing leadership communication strategies currently employed within remote working environments.
Understanding what constitutes effective leadership communication strategies is crucial for maintaining employee performance and engagement, particularly when physical interactions are limited. Previous studies have highlighted that regular virtual team meetings, transparent updates, and interactive communication are among the most common strategies employed by leaders (Karl et al., 2022; Deloitte, 2023). However, clarity regarding the specific application and effectiveness of these strategies within financial institutions remains limited.
2. To analyse the relationship between specific leadership communication strategies and employee performance outcomes within remote work settings in the financial sector.
Research has shown that clear, frequent, and supportive communication is directly correlated with improved employee performance and productivity (Men et al., 2021; Wang et al., 2021). Nevertheless, there remains limited sector-specific understanding of these relationships within financial services organisations. By examining this connection specifically within the industry, this study aims to fill this gap and provide detailed insights into how communication effectiveness is directly related to measurable performance outcomes.
3. To assess how leadership communication strategies influence employee engagement in remote financial sector teams, particularly regarding work-life balance and overall job satisfaction.
Employee engagement is considered critical to organisational success and is particularly sensitive to the quality and effectiveness of leadership communication (Gallup, 2023; CIPD, 2022). The quality of leadership communication, encompassing frequency, emotional intelligence, transparency, and recognition practices, has a significant influence on employee engagement levels (Miao et al., 2021; Caruso & Salovey, 2021). Therefore, this objective will specifically assess how effectively communicated leadership practices influence employee perceptions of work-life balance and job satisfaction in remote settings within financial organisations.
4. To formulate evidence-based practical recommendations for leadership communication strategies aimed at improving employee performance and engagement in remote work environments within the financial sector.
The overall practical contribution of this research will involve formulating clear, evidence-based recommendations. Current organisational practices, particularly within the financial sector, underscore the need for tailored leadership communication strategies that address unique industry-specific challenges (Deloitte, 2023). Thus, providing clearly defined and actionable guidelines will support leaders in designing and implementing effective communication practices to maximise employee performance and engagement in remote teams.
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[bookmark: _Toc202560271]5.1 Research Philosophy and Approach
This research will adopt a pragmatist philosophy, as pragmatism allows the researcher flexibility to combine qualitative and quantitative methodologies to address research objectives best (Saunders et al., 2023). Pragmatism emphasises that research should be problem-centred and that a practical approach should be adopted to address identified business issues (Creswell & Creswell, 2018). Given this study's aim—assessing the effectiveness of leadership communication strategies on employee performance and engagement—a pragmatist stance provides a sound philosophical basis for using mixed methods to deliver practical, actionable insights.
This research employs both inductive and deductive approaches. Deductive reasoning is employed to test existing theories and concepts related to leadership communication, employee performance, and engagement in a remote context. In contrast, inductive reasoning facilitates the exploration of new insights and understanding through qualitative data (Saunders et al., 2023). The combined approach enables rigorous hypothesis testing and exploration of employee experiences and perspectives.
[bookmark: _Toc202560272]5.2 Research Design: Mixed Methods
A mixed methods approach is selected for this study, combining quantitative and qualitative methods to provide a comprehensive understanding of the research problem. Mixed methods research integrates numerical data collection and analysis with the exploration of participants' experiences and perceptions (Creswell & Creswell, 2018). This approach enables the cross-validation of findings through methodological triangulation, providing more robust and reliable conclusions (Tashakkori & Teddlie, 2021).
[bookmark: _Toc202560273]5.3 Data Collection Methods
Quantitative Data:
A structured online survey will be developed to quantitatively evaluate employees' perceptions regarding the frequency, clarity, and effectiveness of leadership communication, as well as its impact on job satisfaction, work-life balance, and overall engagement. The questionnaire will utilise Likert-scale items, allowing respondents to express their levels of agreement or disagreement clearly. Surveys are efficient for reaching large, dispersed populations, offering ease of administration and rapid data collection (Bryman & Bell, 2019). This method is particularly effective for gathering standardised responses to assess relationships between leadership communication practices and employee outcomes (Gallup, 2023).
Qualitative Data:
Semi-structured interviews will be conducted with managers and team leaders to gain in-depth insights into leadership communication practices, challenges faced in remote communication, and strategies used to enhance employee engagement and performance. Semi-structured interviews are particularly suitable for exploring personal experiences, as they provide flexibility to probe for deeper insights and enable richer qualitative data collection (Saunders et al., 2023). The interviews will focus on the experiences and perceptions of leadership regarding communication effectiveness and emotional intelligence in remote working contexts.
[bookmark: _Toc202560274]5.4 Sampling Approach
For the survey, convenience sampling will be employed to gather responses from employees working remotely within the financial sector. Convenience sampling offers practical advantages in terms of accessibility, cost-effectiveness, and time-efficiency (Etikan et al., 2016). For the qualitative interviews, purposeful sampling will be conducted to select participants (team leaders/managers) with significant experience in managing remote teams. Purposeful sampling ensures the collection of rich and relevant information by selecting participants based on predefined characteristics, roles, or experiences that are directly relevant to the study objectives (Patton, 2015).
[bookmark: _Toc202560275]5.5 Data Analysis Methods
Quantitative Data Analysis:
Quantitative data obtained from surveys will be analysed using statistical software (SPSS). Descriptive statistics will summarise central tendency and variability. At the same time, inferential analyses, such as correlation analysis, will evaluate the relationships between leadership communication strategies and key employee outcomes (job satisfaction, engagement, and performance) (Field, 2018).
Qualitative Data Analysis:
Qualitative data collected through interviews will be analysed using thematic analysis. Thematic analysis provides flexibility and depth for identifying, analysing, and interpreting patterns and themes within qualitative data (Braun & Clarke, 2021). NVivo software will be employed to facilitate the management, coding, and analysis of qualitative data.
[bookmark: _Toc202560276]5.6 Justification and Evaluation of Chosen Methods
The mixed-methods approach offers significant advantages for this research, including increased validity, reliability, and comprehensiveness of findings through triangulation (Creswell & Creswell, 2018). Quantitative surveys provide extensive data coverage and generalisability, while qualitative interviews deliver rich, contextual, and nuanced understanding of leadership communication processes and their impact on employees. However, potential challenges, such as respondent bias in self-reported data, digital fatigue, and limited access, may arise (Karl et al., 2022). To mitigate these challenges, clear and concise survey questions, carefully structured interview protocols, and ethical research practices will be employed.
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[bookmark: _Toc202560278]6.1 Overview of Resources Required
Conducting this research will require several key resources, including personnel, technological tools, time allocation, and ethical clearance. The most significant resource implication relates to participant engagement. As this study will involve both quantitative surveys and qualitative interviews, securing participant availability within the financial sector is critical (Bryman & Bell, 2019). Participant time, willingness to respond truthfully, and ongoing cooperation throughout the research period will significantly influence the quality of the data collected. Thus, early coordination and planning with the participating organisation's management will be essential for successful implementation (Saunders et al., 2023).
[bookmark: _Toc202560279]6.2 Technological and Software Requirements
To facilitate efficient data collection and analysis, the research will utilise technological platforms and software. For conducting surveys, online platforms such as Google Forms or Qualtrics will be employed. These platforms are widely acknowledged for user-friendliness, ease of data management, and efficiency in analysis and reporting (Creswell & Creswell, 2018). For conducting semi-structured interviews, video conferencing tools such as Microsoft Teams or Zoom will be utilised. These platforms are reliable and efficient for remote interviewing, enabling effective visual and auditory communication (Karl et al., 2022). For data analysis, SPSS will be utilised for quantitative data analysis, and NVivo will be used for the qualitative thematic analysis (Field, 2018; Braun & Clarke, 2021). These software tools are standard and widely accepted within business research practices, ensuring robust and reliable analytical outcomes.
[bookmark: _Toc202560280]6.3 Cost Implications
Considering cost implications, this research project is financially viable within the constraints of a typical postgraduate research budget. Primary costs will include possible subscription fees to professional survey tools such as Qualtrics, and potentially software licensing fees for NVivo and SPSS. However, many universities provide institutional access to these tools, significantly reducing or eliminating associated expenses (Saunders et al., 2023). Additional minor costs may be incurred for transcription services to facilitate qualitative interviews, if necessary, to expedite the data analysis process. Early confirmation of university resource availability will mitigate potential financial constraints.
[bookmark: _Toc202560281]6.4 Time Allocation and Management
Efficient management of time resources is crucial for the successful completion of this research project. Structured milestones and deadlines, as illustrated in a Gantt chart (See Appendix), will ensure timely progression through each research stage, including obtaining ethical approval, completing the literature review, collecting data, analysing data, and writing the report (Creswell & Creswell, 2018). Adequate time will be specifically allocated to secure initial access to the participating organisation, as organisational consent and participant availability can occasionally introduce delays. Appropriate planning and continuous monitoring will help maintain research timelines and deliver the project within established deadlines.




[bookmark: _Toc202560282]7. Ethical Considerations
Ethical considerations are fundamental to ensuring the integrity and credibility of any research, particularly when involving human participants (Bryman & Bell, 2019). Given that this research involves gathering data from remote employees in the financial sector, several key ethical considerations have been identified and will be managed proactively.
Firstly, informed consent will be established. Participants will receive comprehensive information sheets detailing the research purpose, their role in the study, and the use of their data. Consent forms will explicitly outline participants' voluntary involvement, their right to withdraw, and guarantees of confidentiality and anonymity (Saunders et al., 2023).
Secondly, ensuring confidentiality and anonymity is critical. Unique participant codes will replace all personal identifiers. Data gathered through surveys and interviews will be securely stored using encrypted, university-approved systems, accessible only to authorised researchers (ICO, 2023).
Thirdly, compliance with the General Data Protection Regulation (GDPR) is essential. Data handling procedures will align with GDPR standards, providing transparent details on data storage, security measures, participant rights, and the duration of data retention (ICO, 2023).
Lastly, this research will prioritise the avoidance of harm and risk mitigation. Participants will not be exposed to any physical, psychological, or emotional harm. Interviews will be conducted respectfully, with clear protocols to pause or terminate sessions if participants become uncomfortable. Participants will also have clear communication channels to report concerns at any stage (Creswell & Creswell, 2018).
This study will undergo the ethical approval process through the university's Research Ethics Committee, ensuring compliance with institutional standards and ethical best practices throughout the project (Bryman & Bell, 2019).

















[bookmark: _Toc202560283]8. Limitations of the Research
While this research is designed with a robust methodological framework, several potential limitations should be acknowledged. Firstly, the use of a mixed methods approach, although providing comprehensive insights through triangulation, may present challenges such as time constraints and data integration complexity (Saunders et al., 2023). Given the limited timeframe for an MBA research project, the depth of qualitative interviews and comprehensive quantitative data collection might be constrained, potentially affecting generalisability.
Secondly, convenience sampling, while practical and efficient, may limit the generalisability of findings, as participants may not represent the entire remote working population within the financial sector (Etikan et al., 2016). Additionally, voluntary participant selection may introduce self-selection bias, which can potentially affect the reliability and validity of the results.
Thirdly, the study's reliance on self-reported data, collected through questionnaires and interviews, introduces potential participant bias, such as socially desirable responses and subjective interpretations (Bryman & Bell, 2019). To mitigate this limitation, transparent and neutral questions, along with assurances of anonymity, will be implemented; however, the complete elimination of bias remains challenging.
Finally, remote data collection may limit in-depth observational insights into actual communication practices, as researchers rely solely on reported experiences rather than direct observation (Karl et al., 2022). Thus, future research could complement this study with observational or longitudinal methods to strengthen validity and deepen insights.

[bookmark: _Toc202560284]9. Significance of the Study
This study provides valuable insights into the effectiveness of leadership communication strategies on employee performance and engagement in remote work environments, specifically addressing existing research gaps within the financial sector. Effective communication has a direct impact on productivity, morale, and overall organisational success in remote settings (Deloitte, 2023). By examining specific practices such as regular team meetings and emotionally intelligent communication, this research provides practical, sector-specific recommendations for financial institutions.
Academically, the findings significantly enrich existing literature on remote leadership, emotional intelligence, and employee engagement. Although studies have generally underscored the importance of effective leadership communication (Men et al., 2021; Karl et al., 2022), focused research within the financial sector remains scarce. This study addresses these gaps by offering empirical evidence on the impact of leadership communication strategies on employee outcomes within this regulated and complex environment.
Practically, the research provides crucial insights for organisational leaders and HR professionals, helping them understand how different communication approaches influence employee satisfaction, performance, and work-life balance in remote contexts. This enables the development of targeted strategies to improve employee engagement, retention, and productivity, addressing post-pandemic workplace challenges (Gallup, 2023; CIPD, 2022; McKinsey, 2021; Deloitte, 2023).



[bookmark: _Toc202560285]10. Conclusion
In conclusion, this research proposal aims to critically evaluate the effectiveness of leadership communication strategies on employee performance and engagement within remote working environments, particularly in the context of the financial sector. The rise of remote working has highlighted the vital role of effective communication practices in ensuring sustained employee productivity, motivation, and engagement. Key communication strategies identified include regular virtual meetings, transparent and emotionally intelligent interactions, and providing real-time feedback and recognition.
This proposal has clearly outlined a robust methodological approach, combining quantitative surveys and qualitative semi-structured interviews, which will ensure comprehensive insights into the impact of leadership communication. Careful consideration has been given to ethical standards, confidentiality, data protection, and participant consent, reinforcing the credibility and integrity of the proposed study.
Potential limitations, such as sampling bias, respondent subjectivity, and practical constraints of data collection, have been acknowledged, along with clear strategies to mitigate these issues. Despite these limitations, the anticipated outcomes of this research include valuable, evidence-based insights that contribute both theoretically and practically. By understanding the precise role that leadership communication strategies play in enhancing employee engagement and performance in remote environments, financial sector leaders can make informed decisions to strengthen their remote management practices, improve employee well-being, and drive organisational success. Additionally, the findings can guide future research exploring leadership and communication effectiveness in remote and hybrid working models.
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