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[bookmark: _Toc133696868]Abstract
This analysis takes a close look at M&S's management, productivity, and expansion. Through interviews with company leaders and analyses of secondary data, this study examined the connection between leadership and expansion. While M&S leadership receives high marks overall, the survey reveals that the company could do better in areas such as employee engagement, teamwork, communication, and empathy. The findings show that effective leadership may have an impact on organisational success and development, but that excellent leadership is still necessary for both. The findings indicate that M&S should invest more in leadership training for its executives. Due to the small sample size and narrow emphasis on one company, further research is needed to investigate these topics in different types of corporate settings.
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[bookmark: _Toc133696869]Chapter 1: Introduction
[bookmark: _Toc133696870]1.1 Background
Leadership is sometimes seen as one of the most important variables in determining the success and expansion of an organisation (Ahluwalia, 2020). Employees may be motivated and encouraged to contribute to the accomplishment of organisational goals and objectives when there is great leadership in place (Xie, 2019). A company's performance is strongly correlated with how well its leadership performs. In order to continue in business and achieve their goals in today's highly competitive business environment, organisations must be able to create and maintain an effective leadership structure (Pambreni et al., 2019). With more than 135 years of business in the UK, M&S is a well-known store. During the course of its history, the firm has undergone a number of changes, including the growth into new consumer markets and the development of cutting-edge goods and services (Anwar and Abdullah, 2021). M&S has been acknowledged as a pioneer in the retail sector, and the executives' contributions to the business's success have been significant.
[bookmark: _Toc133696871]1.2 Rationale of study
A case study of M&S will be used to do research on the impact that effective leadership has on the productivity and expansion of organisations. The insights gained from this study about the leadership practises of the firm will be quite beneficial. To identify the leadership beliefs and techniques that have led to M&S's success, the research will use a matrix. The research's conclusions, after they've been analysed, will aid in determining how M&S may enhance its leadership practises. The research will be of great use to organisations interested in developing powerful leadership techniques. The study's findings will be presented together with recommendations for the top company growth and performance practises. The study's methodology for assessing the efficiency of leadership techniques in businesses will be a key aspect. It is crucial to do research on how successful leadership affects an organization's operations and expansion, utilising a case study of M&S as an example. This research will provide crucial details on the leadership styles of a successful organisation and assist other companies in learning from M&S's failures. The findings of the study will also add to the body of information currently in existence about the function that good leadership performs in the expansion and development of organisations. 
[bookmark: _Toc133696872]1.3 Aims, objectives, and research questions
Aim and objectives 
The aim of this is study is to look into the effects of effective leadership within organisation on organisational performance and growth in the context of M&S.
1. To discuss and review the concept of organisational leadership.
2. To identify importance of organisational performance for ensuring growth.
3. To unveil interrelationship between organisational leadership and organisational performance and growth.
4. To suggest M&S ways to improve on the leadership practices it implements that will ensure better organisational performance and growth.
Research questions 
1. How the leadership approach positively impact on the performance of the employees?
2. How the leadership approaches impact on the overall organization?
3. How the effective leadership enhance the productivity of the employees and organization?
4. How the effective leadership enhance the performance of the employees?
5. How the leadership motivate the employees of the organization?
6. How different leadership approaches enhances the employees performance and the performance of overall organization of the M&S?
[bookmark: _Toc133696873]1.4 Literature gap
Despite a sizable amount of research on the topic, there aren't many case studies that clearly highlight the advantages of strong leadership on organisational performance and growth in the retail industry, particularly in the context of M&S. The effect of leadership on organisational performance has been extensively studied, yet there is still a vacuum in the body of knowledge (Saha et al., 2020). There have been a few studies on the influence that leadership plays in a company's performance, however the most of these research have either focused on huge multinational organisations or small and medium-sized businesses. Few studies have particularly looked at the leadership strategies used by successful retail businesses. There is, however, a dearth of study that examines how M&S's expansion and success are impacted by successful leadership. Despite the fact that M&S is a well-known retailer, there aren't many studies that particularly discuss the company's leadership practises and how they affect the development and success of the organisation (Alrowwad et al., 2020). By investigating the impact of good leadership on the development and performance of organisations using the case study of M&S, this research seeks to close this knowledge gap. The research will add to the body of information about the value of effective leadership for the development and performance of organisations. Also, it will provide light on the management strategies used by successful retailers.
[bookmark: _Toc133696874]1.6 Gantt chart
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[bookmark: _Toc133696875]1.5 Dissertation structure
Introduction: The background, justification, gaps in the literature, and research goals are all included in this section.
Literature review: For this study, a variety of contents have been examined. In this literature study, a review of such works is provided. 
Methodology: This study will use mixed methods, positivism, and primary data with the survey technique. These elements will be examined and stated in this section.
Analysis of data: This section will analyse the data that was gathered.
Conclusion and recommendations: This chapter will provide the final conclusion and suggestions based on the data analysed in chapter 4.

[bookmark: _Toc133696876]Chapter 2: Literature review
[bookmark: _Toc133696877]2.1 Introduction
Staff motivation may be significantly impacted by the actions of leaders. Leadership interactions with staff members might affect how motivated they are. Motivated workers are more inclined to work for leaders that provide a favourable work atmosphere, offer chances for professional development and progress, and acknowledge employee efforts. Employees who work under managers who are critical, unsupportive, or micromanage are more likely to be unmotivated. The concepts of leadership and organisational performance and development, the influence of good leadership on organisational performance and growth, and how leaders' actions affect employee motivation are all topics covered in this overview of the literature. The review will look at numerous research and ideas around these subjects and emphasise how crucial strong leadership is to the success of an organisation.
[bookmark: _Toc133696878]2.2 Definition of leadership
There is no clear consensus about what leadership is. Often, leadership refers to the ability to exert influence over others and guide them towards the accomplishment of a shared mission or purpose. It entails invigorating, motivating, and directing individuals to enable them to perform to the best of their abilities and to collaborate productively (Rozman and Strukelj, 2021).
The capacity to develop a vision for the future and motivate people to strive towards achieving that goal is an essential component of leadership. It entails establishing objectives, coming to conclusions about how to accomplish those goals, and taking action to achieve those goals (Baloyi, 2020). A leader has to be able to communicate clearly, cultivate meaningful connections, and, when the situation calls for it, make difficult choices.
For the purpose of this study, leadership is the process of swaying the actions of others towards the accomplishment of a shared mission or purpose. It requires encouraging individuals to work together, creating trust among them, and giving them the authority to accept responsibility for their job (Sawaean and Ali, 2020). A leader is someone who can motivate other people, point others in the right direction, and make choices that are in the best interest of the company as a whole and the people who have a stake in it.
[bookmark: _Toc133696879]2.3 Definition of organisation performance and growth
There is no certain way of mentioning what organisational performance is. To many extents, organisational performance refers to the degree to which an organisation is successful and productive in attaining the goals and aims it has set for itself (Utoyo et al., 2020). It entails assessing the performance of the firm in terms of monetary and non-monetary results, including as revenue, profitability, customer happiness, staff engagement, and market share, among other things.
Organisational growth refers to the process through which an organisation increases its size, revenues, and market share over time. Increasing the size of the organization's client base, expanding into new markets, producing new goods or services, and obtaining more resources are all required steps in this process (Abdulmuhsin et al., 2021). Both organic and inorganic methods, like as mergers and acquisitions, may be used to accomplish growth.
For the purpose of this study, performance and growth in an organisation are terms that allude to the overarching success and continued existence of an organisation. It entails accomplishing high levels of performance and development over the course of time, all while preserving a competitive edge and catering to the requirements of many stakeholders (Nani and Safitri, 2021). In order to do this, there must be strong leadership, strategic planning, operational excellence, creativity, and a culture of continuously improving processes. 
[bookmark: _Toc133696880]2.4 Impact of effective leadership on organization performance and growth
As demonstrated earlier, leadership is the process of influencing the opinions and actions of others in the direction of a shared mission or purpose (Nani and Safitri, 2021). Leadership that is both efficient and effective is essential to the success of an organisation because it affects both its performance and its development. A productive workforce is one in which employees feel satisfied in their jobs and are motivated to do their best thanks to effective leadership (Devece et al., 2019). Leaders that are able to effectively communicate with their teams, provide feedback and appreciation, and create chances for growth and development often have a workforce that is engaged and driven to do their best job (Devece et al., 2019). Components of leaderships are:
Motivation: According to Chua and Ayoko (2021), to inspire their team to reach their objectives is one of a leader's primary responsibilities. The process of encouraging and guiding people's behaviour towards a desired result is known as motivation. Findings of Chua and Ayoko (2021) is that a strong leader knows what drives their team members and utilises that understanding to create a supportive work environment that inspires people to pursue their objectives. This may include awarding rewards, outlining precise expectations, and providing support and encouragement.
Developing Culture: According to Bhaduri (2019), the common values, attitudes, and beliefs that influence an organization's conduct are known as its organisational culture. An organization's culture is developed and shaped in large part by its leaders. Findings of Bhaduri (2019) is that a leader may inspire innovation, creativity, and engagement by prioritising transparency, collaboration, and diversity. A leader who places a high emphasis on responsibility and accountability may foster a climate of commitment and ownership.
Conceptual Skills: Conceptual talents include the capacity for strategic thought, in-depth issue analysis, and creative problem solving (Schiuma et al., 2022). Schiuma et al., (2022) found that strong conceptual abilities enable a leader to see opportunities and obstacles, create solutions, and effectively convey their vision to their team. For leaders to successfully negotiate change, uncertainty, and ambiguity and create winning strategies, conceptual skills are crucial.
There are several concepts of leadership such as motivation, developing culture, build the environment, conceptual skills. These kinds of motivated workers have a tendency to be more productive, which often results in an improvement in the organization's overall performance. Leaders who foster an environment that is conducive to innovation and creativity are more likely to generate both growth and profitability. They encourage their staff members to experiment, take chances, and come up with new ideas by providing them with the resources, tools, and support required to do so (Schiuma et al., 2022). Because of this, new goods, services, and procedures are developed, all of which have the potential to boost the organization's performance and contribute to its expansion. 
Leaders are responsible for moulding the culture of a business by establishing standards for appropriate conduct and what is expected of employees. Leaders that are effective foster an environment that is characterised by responsibility, trust, and cooperation. Its culture encourages open communication, collaboration, and a feeling of shared purpose among its members, all of which may contribute to increased productivity and expansion (Baig et al., 2021). Leaders that are effective exhibit adaptability and flexibility. They are able to forecast shifts in the market, the industry, or the economy and adapt their plans in accordance with such shifts. 
This helps firms continue to be relevant in their industries and maintain their competitive edge, which ultimately leads to sustainable development and success. Leaders that place a high priority on talent management often have an edge over their competitors. They employ bright people, invest in their growth, and keep those individuals on staff, all of which contribute to the development of a competent and diverse workforce (Devece et al., 2019). This, in turn, contributes to the improved performance and development of the company. The success of an organization's finances is correlated with effective leadership. 
Better financial outcomes are often achieved by leaders that place a higher priority on maximising efficiency, production, and profitability. This results in increased revenue as well as profits and a greater return on investment. Leadership that is both effective and present is essential to the growth and development of organisations (Schiuma et al., 2022). Better outcomes are often achieved by leaders that cultivate a happy working environment, foster innovation, help define corporate culture, are adaptive, place a priority on personnel management, and centre their attention on financial success. In order for businesses to ensure their continued success, they need make investments in the training and education of its most capable executives.
[bookmark: _Toc133696881]2.5 How the leader’s behavior effects staff motivation
Leader’s behaviour is an important part of leadership as the ability of leaders to motivate their teams is essential to the success of an organisation. They are responsible for establishing the organization's culture and fostering an atmosphere that encourages employees to be motivated and engaged in their work. Leaders that demonstrate supportive behaviour often have team members who are more motivated (Baloyi, 2020). Listening to the issues that employees have, offering them with direction and criticism, recognising and praising outstanding performance, and so on are all examples of supportive conduct. These kind of leaders are able to cultivate a motivating and engaged workforce by cultivating a constructive working atmosphere. 
Leaders that trust their employees to make decisions on their own tend to have more motivated employees. Such leaders share responsibility and trust their team to make educated choices, which helps to develop staff motivation (Nani and Safitri, 2021). Employees who feel empowered to make decisions and take ownership of their job tend to be more motivated and involved in their work. Leaders that are able to inspire their teams via their actions often have staff members who are more motivated (Rozman and Strukelj, 2021). The ability to define a clear vision for the business, effectively communicate with others, and lead by example are all essential components of inspirational conduct. 
These kind of leaders are able to inspire and encourage their teams to work together towards a single objective, which may result in higher levels of staff motivation. Leaders who transform their organisations encourage and drive their teams to perform to the best of their abilities. They imagine what the world will be like in the future and motivate their employees to strive towards achieving that vision (Abdulmuhsin et al., 2021). They provide assistance and direction, encourage cooperation, and stimulate creative thinking while also fostering innovation. This style of leadership encourages motivation and involvement among the workers. 
Rewarding and punishing employees are two of the primary ways that transactional leaders inspire their teams. Maintaining the status quo and attaining objectives via a system of incentives and penalties is the emphasis of transactional leadership. This kind of leadership is built on the idea of transactions, in which leaders and followers trade incentives for outstanding work and penalties for subpar work. They communicate clearly what is expected, and they provide rewards and recognition when those expectations are met. These kind of leaders communicate with their teams on a consistent basis, reward outstanding achievement, and provide a helping hand whenever it's required (Sawaean and Ali, 2020). Although while this type of leadership has the potential to inspire short-term drive, it may not be effective over the course of a longer period of time. The actions of a leader are very important to the motivation of their team. 
Leaders that demonstrate conduct that is encouraging, motivating, and transformative often have staff members who are more driven. They create an upbeat and supportive working atmosphere that encourages worker involvement and motivation (Utoyo et al., 2020). In order to engage their workforce and drive the success of their firm, leaders should make an investment in strengthening their leadership abilities and conduct.
[bookmark: _Toc133696882]2.6 Literature gap
Lack of studies particularly examining the connection between effective leadership and organisational performance and development in the context of M&S may account for the literature gap in this study. These ideas may have been the subject of prior research in other organisations or sectors, but not explicitly within M&S. More investigation may also be necessary into particular leadership techniques that might improve organisational performance and development, as well as any obstacles or difficulties that businesses like M&S could have when putting these techniques into practise. The research might also benefit from investigating the viewpoints of stakeholders and workers in order to comprehend how leadership affects organisational performance and expansion.


[bookmark: _Toc133696883]Chapter 3: Methodology
Philosophy: This philosophical perspective makes the assumption that there is a single, unchanging, and knowable truth that can be ascertained through methodical observation and measurement. This implies that the researchers will use statistical analysis to find links between variables in this study and will strive to gather data that is impartial and unbiased.
Approach: Starting with a theory or hypothesis, the deductive method entails testing it via empirical observation (Mishra and Alok, 2022). The researchers will gather information to test the hypothesis that good leadership has a favourable influence on organisational performance and development in this study. 
Strategy: A survey is a kind of research method that includes using a questionnaire to gather information from a sample of respondents. This makes it possible to effectively gather a lot of data, which may provide important insights into the views and actions of participants. 
Choices: Using both qualitative and quantitative data collecting techniques is part of a mixed methodology approach. The researchers in this study will utilise surveys to get quantitative information, but they will also do interviews or focus groups to gather qualitative information. 
Time horizons: A cross-sectional research gathers data at a specific moment in time to provide a view of how a particular phenomenon is currently evolving (Pandey and Pandey, 2021). The researchers will gather information for this study on the existing organisational performance, growth, and leadership within M&S. 
Data analysis: The software package Excel is often used for data analysis. Excel will be used by the researchers to examine both quantitative and qualitative data for this study. Although qualitative data will be studied using content analysis to find themes and patterns within the data, quantitative data will be analysed using statistical methods like regression analysis. The process of finding themes, patterns, and linkages in qualitative data, such as interview transcripts or open-ended survey answers, is known as qualitative data analysis (Newman and Gough, 2020). In this study, the qualitative information gathered via focus groups or interviews will be analysed using content analysis. To find recurring themes and patterns in the data, content analysis entails methodically classifying and coding the information. 
In order to get conclusions on the connection between leadership and organisational performance and development, the researchers will next analyse the data. Using statistical techniques, quantitative data analysis examines numerical data gathered via surveys or other quantitative approaches. In this study, the quantitative data gathered from the survey will be analysed by the researchers using statistical tools like Excel (Pandey and Pandey, 2021). To do this, one may compute descriptive statistics like mean and standard deviation, compare groups of variables using hypothesis testing, and do regression analysis to find correlations between variables. In order to get conclusions on the connection between leadership and organisational performance and development, the researchers will next analyse the data.
Data collection: Direct data collection from the source, such as via surveys, interviews, observations, or experiments, is known as primary data. Primary data for this project will be gathered by surveys, maybe also through focus groups or interviews. The survey will be created and sent to M&S workers in order to get information on how they see leadership and organisational performance. This primary information will be especially customised to the study questions and will provide clear understanding of the particular M&S situation. 
Data that has already been gathered and is accessible for use in study is referred to as secondary data. This may contain information from official reports, scholarly investigations, market studies, or other sources (Mishra and Alok, 2022). Industry reports or information on current trends in leadership or organisational performance may be considered secondary data in this research. This supplementary information will provide the research context and may be utilised to analyse the main information gathered from the survey and interviews.


[bookmark: _Toc133696884]Chapter 4: Data analysis and findings
Data 1
[image: ]
78% of those who took the survey feel that inspiring your team to work together for a shared goal is an essential leadership skill in every firm. This way of thinking is consistent with the idea that a leader's main role is to inspire and direct followers towards a common objective. But only 12% of the population thinks leaders need to be able to make snap decisions. This shows that the ability to act swiftly under pressure is not the defining characteristic of a leader, although being a respectable one. Only 10% of respondents agreed that the ability to financially incentivize subordinates is essential for leadership roles. This illustrates that monetary incentives are still not widely seen as necessary, and that leaders may find alternative methods to inspire their staff. The responses indicate that individuals value a leader's ability to motivate their team to work together towards a common goal more than their ability to make snap decisions or give concrete rewards. According to studies, effective leaders are those that are good communicators, know what they want, are empathetic, and keep their staff motivated.




Data 2
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Among the responses to the second question, 36 percent of people said that the ability to see the big picture was the most important quality in a leader. These results imply that followers want leaders to have a holistic perspective and make decisions accordingly. In addition, "good communicator" was chosen as an important quality by 28% of respondents. Leaders who wish to inspire and excite their teams must be excellent communicators, it seems. Fourteen percent of participants cited decisiveness as a crucial quality, while twelve percent cited technical skill. While these traits may be important for a leader in some situations, the vast majority of respondents did not think they were necessary. Ten percent of respondents, at the very end, singled out empathy as a quality crucial to effective leadership. Empathy isn't a quality that's often associated with leadership, yet it's been demonstrated to be crucial in fostering trust and productivity in the workplace. People want leaders who can see the big picture, who are good communicators, and who have traits like decisiveness and technical aptitude, according to the responses. The very small proportion of respondents who rated empathy as very essential suggests a possible bias towards more conventional conceptions of leadership, which place more value on interpersonal skills than technical ones. 


Data 3
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According to the replies to the third question, the majority of people put a moderate to high value on organisational success when planning for growth. The responses were broken down as follows: Of those polled, 13% said they found the topic "very important," 20% said it was "extremely important," and 36% said it was "moderately important." This demonstrates that participants consider organisational success essential for personal development. Successful businesses have a better chance of attracting investors, keeping existing consumers, and expanding into related markets. A sizeable percentage of respondents, 31% to be exact, said they did not give a hoot about the subject or gave answers like "not at all important" or "somewhat important," or they just did not care. This indicates that there may be a lot of disagreement or scepticism among respondents on how crucial an organization's performance is to growth. These results suggest that most respondents think that a thriving business is crucial to progress, albeit their degrees of agreement may vary depending on the respondent and the specifics of the situation. 





Data 4
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According to responses to the survey's fourth question, respondents were split on how they felt about M&S's leadership. While 56% of respondents rated M&S' performance as good or above average, 34% rated it as poor or very poor. Overall, 15% of respondents rated M&S's performance as bad, 19% as below average, 31% as medium, 25% as above average, and 10% as exceptional. Some respondents to the survey thought M&S had excellent leadership practises, while others thought they could use some work. Responses might vary based on how familiar respondents are with the organisation and how they define effective leadership. The majority of respondents rated M&S's performance as above average, indicating that the company's leadership may have some redeeming qualities. However, many people gave it a mediocre or poor rating, suggesting that it could be enhanced. 
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The results of the fifth poll question show that views on the efficacy of M&S's current leadership style are split. In a recent survey, one-fourth of participants identified "empowerment of employees" and "quick adaptation to change" as two of M&S's most effective leadership practises. This demonstrates how much followers appreciate leaders that foster collaboration and adapt easily to new circumstances. Additionally, 19% of people who took the survey praised the "strong decision-making skills" of the company's current leadership. This demonstrates how highly the public values leaders with sound decision-making skills. The present leadership methods at M&S have been complimented for their "clear communication" (14% of respondents) and their "innovative thinking" (17% of respondents). Despite their apparent significance, this suggests they may not get the attention they require from the current approach to leadership development. 






Data 6
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In answer to the sixth question, several respondents indicated that they believe there are many problems with M&S's current leadership tactics.The current leadership at M&S has been criticised the most for "micromanagement," which was mentioned by 26% of respondents. This shows that respondents may find fault with the existing method of leadership, such as a failure to trust employees and an emphasis on micromanagement. "Poor communication" (21% of respondents), "lack of empathy towards employees" (19%), and "resistance to change" (19%) were identified as the top three problems. According to the results, followers value leaders that are approachable, care about their staff, and are willing to adjust to new situations. Unsurprisingly, 15% of respondents cited "lack of accountability" as a problem with M&S' current leadership practises. This demonstrates that some of the respondents value openness and honesty from their leaders. 






Data 7
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The majority of answers to the seventh survey question seem to believe that a company's growth and productivity are significantly impacted by the quality of its leadership. Thirty percent of respondents called the impact of competent leadership on a company's growth and success "extremely strong." That so many people highlighted leadership as critical to a company's success is telling. Another 21% of respondents stated they did not think good leadership had much of an impact on an organization's growth and success. People with such outlooks might view the role of leadership in ensuring an organization's success with more scepticism or cynicism. Evenly dispersed were the remaining percentages: 16% said "moderately strongly," 14% said "very strongly," and 19% said effective leadership boosts an organization's growth and performance "somewhat strongly." According to these results, the majority of respondents still consider the connection between leadership and organisational performance to be strong and meaningful, even if its size is up to discussion. 





Data 8
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The last question of the poll elicited a wide range of suggestions for how M&S should improve its leadership practises and the efficiency and expansion of its operations. Many people (24%) believe that M&S could improve its leadership practises by providing leadership training to its managers. This indicates that many people think managers may improve their leadership abilities with some extra coaching or training from an expert. More than a quarter of respondents said that if M&S paid its staff more generously, it might improve its leadership practises and fuel growth in output and efficiency. This suggests that respondents think it's important to recognise and appreciate workers for their contributions in order to maintain a healthy and productive workplace. Following this, the top three suggestions were to seek for employee feedback (16%), hold executives accountable for their actions (17%), and encourage diversity and inclusion (19%). 


[bookmark: _Toc133696885]Chapter 5: Conclusion and recommendations
[bookmark: _Toc133696886]5.1 Conclusion
M&S could do a better job of encouraging employee initiative and teamwork. 25% of respondents identified "empowerment of employees" as one of the company's most successful leadership practises. As a result, it seems that there is potential for improvement in empowering workers and including them in decision-making processes. In addition, the survey discovered that 26% of participants were very sceptical of M&S' leadership due to the firm's excessive micromanagement. This suggests that some workers may feel they aren't given enough opportunities to make a real impact at their organisation. Improving how management interacts with and cares for staff members is another priority. 21% of respondents cited a lack of contact with M&S's leadership as a major issue, while 19% cited a lack of empathy for workers as a result of the poll. An effective leader can identify with and care about the struggles of his or her followers. M&S's leadership may improve morale and productivity by encouraging a more caring work environment. M&S serves several different groups, including its shareholders, workers, consumers, suppliers, and local community. Organisational success is crucial for M&S to satisfy these stakeholders. If the company is successful, investors, workers, and consumers will be more interested in it. It will also be able to strengthen its ties with its vendors and the neighbourhood as a whole, while also raising its profile in the area.M&S's strategic objectives will not be achieved without strong organisational performance. By keeping tabs on and enhancing operational efficiency, M&S can guarantee that its goals will be accomplished. Gaining a larger part of the market, penetrating untapped markets, developing innovative new goods, and streamlining internal processes all fall under this category. If the company is running well, M&S will have a higher chance of competing successfully. M&S may set itself apart from rivals by maintaining superior performance in product quality, customer service, and operational efficiency. If M&S's operations are running smoothly, the company's bottom line might improve. Earnings, profits, and stock price for shareholders may rise as a result. 
Leaders who are able to handle expansion and rapid change will have an edge over their rivals. Leaders may learn a lot about how their company is running if they take the time to pinpoint problem areas. The expansion and success of M&S may be traced back to the company's exceptional management. The company's leadership has encouraged a culture of constant improvement and expansion, which has resulted in a prosperous track record and a loyal customer base. The company's leadership has shown remarkable adaptability in the face of changing consumer tastes and market circumstances, which has helped it maintain its lead and continue to expand. The effectiveness of a company's leadership may have positive or negative effects on its development and success. Therefore, it is essential for M&S to place a premium on leadership training in order to equip its executives with the know-how they need to take the company forward.
[bookmark: _Toc133696887]5.2 Recommendations
According to the findings, the areas of employee empowerment and cooperation still need more attention. The finest solutions may be achieved by giving workers greater freedom and including them in decision-making processes. M&S can encourage more innovation and better decision making from its staff by granting them more autonomy in their work. It's possible that you may play a role in getting employees from different departments to work together towards a common goal by encouraging open dialogue and sharing of ideas. One method to do this is by implementing cross-departmental initiatives and another is by fostering open lines of communication. Effective communication is a need for every business, since it has the potential to boost morale, output, and employee satisfaction. Company leaders might do a better job of hearing their workers' concerns, suggestions, and opinions if they were more open and honest with their teams. Employees' faith in and dedication to a company may grow in an emotionally supportive work environment. To this end, training may be provided that emphasises the need of emotional intelligence and empathy, as well as chances for employees to provide feedback. M&S has to prioritise investing in its future leaders because strong leadership is the engine that drives business success and expansion. Training programmes that emphasise the cultivation of vital leadership abilities, including as teamwork, communication, decision-making, and strategic thinking, may help achieve this goal. Coaching, stretch assignments, and mentorship are some of the ways in which M&S may help its high-potential workers develop their leadership abilities. M&S's top brass must be fully invested in the company's success and embody the same core principles and culture as its employees. M&S must emphasise the performance of its organisations to remain competitive and adapt to changing market circumstances if it is to achieve its strategic objectives. To achieve this goal, it may be necessary to implement strategic reform efforts, identify problem areas, and regularly evaluate and analyse performance. M&S now has greater resources for monitoring performance and discovering areas for growth thanks to technological advancements and data analytics. Furthermore, encouraging employees to experiment and take calculated risks can contribute to enhancing organisational performance and growth by cultivating a culture of innovation and continuous improvement. M&S can expand and function more efficiently if it adopts the suggestions made here. M&S can foster better innovation, creativity, and performance through empowering people with greater independence, fostering an environment that values open dialogue and compassion, supporting the growth of strong leaders, and fostering a culture of constant improvement.


[bookmark: _Toc133696888]Chapter 6: Limitations
Due to the small sample size, the poll results may not be representative of M&S employees as a whole. Because of this, it may be more challenging to generalise the findings across the whole company. Due to the possibility of self-selection, survey participants may have different opinions about M&S's leadership and organisational performance than survey non-participants. A skewed conclusion might emerge from this.Leadership and organisational efficacy are evaluated based on how others perceive it to be. Results may be affected by employees' varying opinions on what their organisations should do to display effective leadership and high-quality work. The survey provides very little context. Notably, it doesn't address questions like why people think there isn't enough communication or what managers can do to empower their staff. This makes pinpointing the origins of the observed effects more challenging.






[bookmark: _Toc133696889]Chapter 7: Further research
The cross-sectional design of this study means that we can only provide a picture of how people felt about the organization's performance and its leadership at a single point in time. A better understanding of how leadership affects organisational performance and development at M&S might be gained via a longitudinal research that analyses changes over time. Even though this study focused on the researchers' perspectives, future studies could incorporate the perspectives of customers, shareholders, and vendors. This would allow for a more complete comprehension of how leadership affects the inner and outside workings of the business.
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[bookmark: _Toc133696891]Appendix
Questionnaire
What do you think organisational leadership entails? 
The capacity to motivate a group and lead them in accomplishing common objectives.
The capacity to decide quickly under pressure.
The capacity to induce behaviour via financial rewards.

Which of the following traits do you believe a successful leader ought to have?
Communication skills.
Technical expertise.
Visionary thinking.
Empathy.
Decisiveness.

How crucial do you consider organisational success to an organization's expansion? 
Not at all important 
Somewhat important
Moderately important
Very important
Extremely important

How would you grade M&S's performance in terms of its leadership techniques on a scale of 1 to 5? 
[bookmark: OLE_LINK1]1 - Poor 
2 - Below average 
3 - Average 
4 - Above average 
5 - Excellent

Which of the following do you believe the present leadership techniques used by M&S have going for them?
Clear communication
Strong decision-making skills 
Empowering employees 
Innovative thinking 
Adapting to change quickly

Which of the following do you believe M&S's present leadership techniques have shortcomings in?
Lack of empathy towards employees 
Poor communication 
Lack of accountability 
Resistance to change 
Micromanagement

How strongly do you think that good leadership affects the development and performance of an organisation? 
Not at all strongly 
Somewhat strongly
Moderately strongly 
Very strongly 
Extremely strongly

Which of the following actions do you believe M&S can do to enhance its leadership practises and guarantee improved operational effectiveness and growth? 
Giving managers instruction on leadership.
Encouraging comments from employees.
Requiring leaders to answer for their deeds. 
Encouraging inclusiveness and diversity. 
Providing greater rewards for employees.
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