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[bookmark: _Toc228873928]ABSTRACT

Hospitality industry is a major player in terms of growth and development in the economy. The industry despite its importance has had its fair share of challenges which are associated with high employee turnover and this may have a negative influence on the organisational performance and profitability. This research will also explore the effect of ethical leadership on the well-being and engagement of employees in their work, and the impact that ethical leadership has on turnover intention. The data obtained from a sample of 248 participants working in the hospitality sectors, such as hotels, bars, restaurants, and other tourism sectors in the UK, were analysed with IBM SPSS Statistics version 29.0. The results indicate that ethical leadership is positively and significantly related to the well-being, work engagement of employees, and negatively, significantly to turnover intention of employees. Moreover, based on the research, it was concluded that the well-being of employees, as well as the work engagement of employees, mediate the relationships between ethical leadership and turnover intention. The results are in line with Job Demands-Resources model, which indicates that ethical leadership is one of the key organisational resources that can support the well-being and motivation of employees. The adoption of ethical leadership is an important issue to motivate employees to keep their jobs and increase their passion for work. In general, the research indicates that managers and stakeholders in the tourism industry need to focus more on the development of ethical leadership practices in an effort to create a supportive and engaging workplace. This strategy will not only increase the satisfaction and performance of employees, but also help in making the hospitality industry more sustainable in the long-run.
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[bookmark: _Toc228873937]CHAPTER ONE: 

INTRODUCTION

[bookmark: _Toc228873938]Background Context
The hospitality industry is crucial to the economies of numerous countries (Martínez-Martínez et al., 2019). The travel and tourism industry has an approximate contribution to the global GDP of 10 percent and employs over 348 million people worldwide (World Travel and Tourism Council, 2024). This demonstrates the significance of the sector to generate employment and income. Hospitality industry is one of the largest global industries and a part of all the jobs in the world constitutes 7.2 percent (International Labour Organisation, 2023). This percentage shows the character of the hospitality as very intensive labour. According to Sisson and Adams (2013), the hotel, tourism, food and beverage, and meeting and event sectors are the hospitality industry. The hospitality industry highly depends on representation and customer feedback since it is founded on human services (Martínez-Martínez et al., 2019). Therefore, organisations need to implement effective managerial strategies and continuous innovation in order to remain competitive in this dynamic environment (UK Hospitality, 2025). Recent statistics indicate that the UK hospitality industry was estimated to be USD 61.23 billion in 2025 and is projected to grow to USD 72.76 billion by 2030, which reflects a CAGR (Compound Annual Growth Rate) of 3.51% (Mordor Intelligence, 2025). The UK Parliament House of Commons Library (2026) also states that by March 2024, the UK hospitality sector employed approximately 3.5 million individuals and consisted of over 173,500 businesses, most of which were small and medium-sized enterprises (SMEs). Thus, this paper will concentrate on the UK hospitality sector that is an important contributor to national labour force and economic output, but also has to deal with a set of ongoing challenges concerning employee retention and well-being (UK Parliament House of Commons Library, 2026). It is assumed that implementation of the appropriate leadership style enhances the engagement of employees and their overall well-being. In turn, it will reduce the job turnover intention and curb the economic cost of having to recruit and re-train employees.

[bookmark: _Toc228873939]Problem Statement
The hospitality sector is expanding at an alarming rate with over a third of the total world services business being in this sector (International Labour Organisation, 2010). Although it plays an important role in the economy, it has long been facing a high turnover (Stamolampros et al., 2019) and, unfortunately, with turnover levels of  72.1% (Kelso, 2024). As a result, the hospitality industry is anchored in a high staff turnover rate (Stamolampros et al., 2019). Past studies indicate that employee turnover in the hospitality industry is very high due to the demanding nature of working in the hospitality industry and lack of career advancement (Davidson et al., 2010). High staff turnover causes direct and indirect costs such as costs to recruit and train new personnel, loss of organisational knowledge and culture disrupting the workplace (Robinson et al., 2014), which creates a significant waste of organisational resources and human capital. An example that could be taken is the hotel industry which provides services twenty four hours a day, seven days a week and even at night and weekends. Hotel employees often have to work extra hours in a randomly stressful working environment (Li et al., 2013; Saks, 2006). Davidson et al. (2010) also argue that the hospitality industry is typified by high level of employee turnover. The job turnover of employees in hospitality industry is a serious menace to hospitality management and the sector of the industry has great potential in terms of economic growth. This is why it is important to tackle this problem. The key role of tourism as a driver of economic growth is highlighted by investments in the hospitality sector significantly promoting economic growth and contributing to the GDP of the country (Mordor Intelligence, n.d.). Among the factors that have led to the decision of employees to leave their organisations include the shrinking employee engagement and job satisfaction, limited career development opportunities, lack of recognition and appreciation, growing sense of disconnection in the workplace, the rising significance of employee autonomy, and the decreasing trust towards organisations (Mahand and Caldwell, 2023). 
To address these issues, the hospitality sector requires an appropriate management approach to deal with employee burnout and turnover. An ethical leader builds up good interpersonal relationships with employees that creates an enabling work environment that increases their resilience. It also focuses on fairness, integrity, making ethical decisions and employee welfare, which equips leaders to skilfully navigate the complexity of the twenty-first century (Brown and Treviño, 2006; Eisenbeiss, 2012). Ethical leadership is one of the factors that have been found to contribute to employee well-being and minimise turnover. It is as discussed in Chapter Two a very significant organisational resource within the framework of the Conservation of Resources (Hobfoll,1989). Although hospitality employees are especially susceptible to burnout in comparison to other service industries, surprisingly, the role of ethical leaders in reducing burnout in hospitality organisations has gained little consideration in the previous leadership studies (Mo and Shi, 2015; Dang-Van et al., 2025). In this regard, the leadership style becomes an essential lever to maintain the engagement and service quality among the employees. In the hospitality industry within the UK, employees usually work in high-pressure settings that could affect their degree of engagement, overall well-being and intentions to remain in their jobs. Even though leadership has been explored to some level as far as organisational research is concerned (Brown and Treviño, 2006; Hoch et al., 2016), not many studies have focused on ethical leadership in the specific industry context. Much of the literature that has been done has been based on other leadership styles (Walumbwa et al., 2007) but there has been relatively less research into the impact of ethical leadership on employee-related outcomes. Specifically, the relationship between ethical leadership, well-being of employees, work engagement, and job turnover intentions has not been adequately investigated in the hospitality industry. Moreover, the relationship between ethical leadership and intentions of employees to leave their jobs has rarely been considered in the past studies, with little consideration on whether the well-being and engagement of employees at work may shape or influence the relationship between ethical leadership and intentions of employees to leave their jobs. This gap in empirical evidence evidences a clear gap in the literature and this study aims to fill the gap by investigating these relationships in the UK hospitality industry.

[bookmark: _Toc228873940]Overall Research Aim and Research Objectives 
The aim of this study is to examine the impact of ethical leadership on employees’ work engagement and well-being, and ultimately on turnover intention, within the UK hospitality industry, drawing on the Conservation of Resources theory (Hobfoll, 1989) to help mitigate the effect of turnover intention on the UK hospitality sector. The study seeks to achieve the following objectives:
· To explore the impact of ethical leadership and employees’ work engagement in the UK hospitality industry.
· To examine the effect of ethical leadership on employees’ well-being in the UK hospitality industry.
· To analyse the influence of ethical leadership on employees’ turnover intention in the UK hospitality industry.
· To investigate the mediating role of employee well-being in the relationship between ethical leadership and turnover intention.
· To examine the mediating role of work engagement in the relationship between ethical leadership and turnover intention.
Employee well-being and engagement are especially significant within the hospitality industry, where employees often encounter high workloads and considerable emotional demands. This study is guided by the Conservation of Resources theory, which explains that individuals attempt to acquire, protect, and preserve valuable resources such as psychological support, personal energy, and overall well-being in their work environment. From this perspective, ethical leadership can contribute to the protection and development of these resources, thereby strengthening employee engagement and lowering the likelihood of turnover intention. It is expected that ethical leadership improves and increases the level of work engagement among employees in the hospitality service and boosts their overall well-being.
This study explores the factors that may trigger job turnover intention in the hospitality sector in the United Kingdom and eventually produces a set of recommendations on how to reduce job turnover intention. It is expected that companies in the hospitality and tourism industries will gain from this study's identification of ethical leadership styles and motivators that result in promoting employees’ well-being and engaged workers who perform better on the job and have higher job satisfaction, organisational commitment, and a lower turnover rate. 

[bookmark: _Toc228873941]Research Question
The current study examines how ethical leadership affects employees’ outcomes by studying the prior literature reviews regarding ethical leadership in the hospitality industry. In the hospitality industry, the existing literature cannot clearly explain how ethical leadership behaviour affects employees’ well-being and work engagement. Therefore, the research addresses the following questions: 
· How does ethical leadership influence employees’ turnover intention through work engagement and well-being in the UK hospitality industry? 
To support this main question, the following sub-questions are also addressed:
· How does ethical leadership affect employees’ work engagement in the UK hospitality industry? 
· What is the relationship between ethical leadership and employees’ well-being? 
· How does ethical leadership influence employees’ turnover intention? 
· Do employees’ well-being and work engagement mediate the relationship between ethical leadership and turnover intention?

[bookmark: _Toc228873942]Thesis Structure
This study is organised into five chapters. In the first chapter, the research is presented by first giving a background of the research, the research problem, and the objectives of the research. Chapter Two summarizes the literature that is relevant and formulates the conceptual framework and hypotheses. Chapter Three describes the research methods, how the data was collected and analysed. Chapter Four shows and talks about the results. The last chapter provides the conclusion of the study by summarising the key insights and outlining implications, limitations, and recommendations to conduct research in the future.
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LITERATURE REVIEW

[bookmark: _Toc228873944]Introduction to Leadership Theories
The research on leadership has evolved through the approaches of traits and behaviours to approaches that are more relational and value-based. Of these, servant, transformational, and authentic leadership have some common features with ethical leadership, namely, the focus of values, trust, and development of followers. Ethical leadership is unique, however, in its emphasis on moral action, justice and the active encouragement of ethical behaviour in decision-making and interpersonal relationships. Since this research focuses on fairness, trust, employee support, and turnover intention in the hospitality industry, it is best to employ ethical leadership as a fitting lens.
[bookmark: _Toc228873945]The Conservation of Resources Theory (COR)
This paper is based on the Conservation of Resources (COR) theory (Hobfoll,1989) which posits that people are driven to acquire, defend and preserve prized resources. These resources include both personal and contextual elements, such as psychological safety, autonomy, and social support, which enable individuals to cope with work demands (Halbesleben et al., 2014). The COR theory suggests that stress arises when such resources are at risk, are lost, or are inadequate to cope with the challenges at the workplace.
Resource availability in the organisational framework is instrumental in influencing the attitudes and behaviours of the employees. The more resources employees have, the more they tend to be motivated, engaged, and committed. Conversely, stress, burnout, and poor work outcomes can be the result of resource loss (Ng and Feldman, 2012).
The COR theory can be especially applied to the hospitality industry, in which employees may be subjected to challenging working conditions and pressure levels. When organisational support is not present in these settings, there is a possibility that the resources will be depleted and the risk of burnout and turnover intention may be increased.
In this context, leadership may be considered as a significant provider of contextual resources. Specifically, ethical leadership can be used to assist employees by fostering fairness, trust, and support, which aid the preservation of psychological resources. Consequently, employees will have increased chances to have high levels of well-being and work engagement, and lower chances to develop intentions to leave the organisation. Thus, COR theory can be considered an adequate theoretical framework to investigate the associations among ethical leadership, employee well-being, work engagement, and turnover intention.

[bookmark: _Toc228873946]Ethical Leadership
[bookmark: _Toc228873947]Definition of Ethical Leadership
Ethical leadership has been an emerging focus in organisational research since it influences the behaviour, attitudes and general job performance of employees. According to Brown et al. (2005), ethical leadership can be defined as the act of demonstrating normatively appropriate behaviour through the personal actions and relations of leaders, as well as through the promotion of normatively appropriate behaviour in followers through communication, reinforcement, and decisions. Ethical leadership in hospitality industry is the term used to describe leaders who exhibit proper moral behaviour in the form of their behaviour and interactions as well as influence employees to behave ethically through communication and decision making processes. Such leaders, in the context of services, act as role models by promoting fairness, trust and integrity, which in turn, influence the behaviour of employees and help in building an ethical organisational workplace (Brown et al., 2005; Hoang et al., 2023; Theriou et al., 2023).
According to the ethical leadership theory, ethical leadership is a result of both personal qualities and situational factors that influence moral reasoning and ethical decision making processes in organisations (Babalola et al., 2017; Bedi et al., 2015; Ciulla, 2005). Babalola et al. (2017) believe that ethical leadership can offer socio-emotional resources that can alleviate work-related stress and promote employee well-being in line with the Conservation of Resources theory (Hobfoll,1989). 
Ethical leadership may aid in decreasing the level of emotional exhaustion through the support of the psychological resources of employees (Bedi et al., 2015). This is in line with the application of COR as the basis of this research (Hobfoll,1989). In terms of the Conservation of Resources theory, ethical leadership may be regarded as an organisational resource that can assist employees to be emotionally and psychologically strong. Emotional strain can be minimized by leaders who are fair, trustful, and supportive (Babalola et al., 2017; Bedi et al., 2015).
Ethical leadership has become a subject of interest because of the unethical behaviour and corporate scandals (Brown, Treviño and Harrison, 2005). It focuses on treating employees and other stakeholders fairly and respectfully in a manner that is more interactive-focused (Neubert et al., 2009). Practically, ethical leaders assist employees, stimulate cooperation, and promote individual growth, as well as reinforce a feeling of social responsibility in the organisation (Tourigny et al., 2017). Consequently, it is more likely that such leaders may be perceived by the employees as honest and trustworthy (Brown and Treviño, 2006). This trust may result in a positive outcome, such as an increased level of organisational commitment, increased job satisfaction, and more engagement in supportive workplace behaviours (Neubert et al., 2009; Tourigny et al., 2017).
[bookmark: _Toc228873948]Characteristics and Measurement of Ethical Leadership
The recent studies have been conducted over the past 20 years on organisations and have largely concentrated on ethical leadership since such a type of leadership influences the outcome and performance of employees. Brown, Treviño and Harrison (2005) describe ethical leadership as behaviour, which is perceived to be appropriate as a result of interactions with others. They have constructed the Ethical Leadership Scale (ELS) that is a 10-item scale that has been utilized to measure this concept. Though the ELS was a significant advancement in the field of measuring ethical leadership, it has been criticised as being over reliant on self-reported information and due to the possible cultural bias, which may limit its use in the wider context (Brown, Treviño and Harrison, 2005; Resick et al., 2006). In reaction, the Ethical Leadership at Work (ELW) questionnaire was created by Kalshoven, Den Hartog and De Hoogh (2011). This measure comprises 38 behavioural items that are categorised into groups that include fairness, role clarification and power sharing. In the literature, there are nine traits that seem to be the core of ethical leadership: honesty, integrity, fairness, accountability, role modelling, conscientiousness, agreeableness, empathy, and concern about the well-being of the employees (Treviño, Brown and Hartman, 2003; Resick et al., 2006, Yukl, 1989; Kalshoven et al., 2011). 
It is generally considered that ethical leadership is a multidimensional construct of moral character, decision-making and relational behaviour. Nevertheless, even present prioritisation of these dimensions across research studies indicates that there is still no agreement on the fundamental structure of these dimensions. Early theorists emphasized on such observable behaviours as honesty, integrity, and role modelling, which promote trust and identification with followers (Brown et al., 2005; Brown and Treviño, 2006). Research focused more on procedural fairness, accountability, and responsibility, indicating that ethical leadership implies fostering perceptions of justice within the organisation (Kalshoven et al., 2011; Yukl, 1989).  These relational and moral behaviours are supported by personality traits, including conscientiousness, agreeableness and empathy and underscore the importance of stable value orientations in everyday interactions (Kalshoven et al., 2011; Resick et al., 2006).
[bookmark: _Toc228873949]Comparison of Leadership Theories
The similarity of ethical leadership to other types of leadership is that there are certain similarities between them. To illustrate, authentic leadership is all about being open and self-aware, transformational leadership is all about encouraging change through moral values and servant leadership is all about putting the needs of followers first (Bass and Avolio, 1994; Brown and Treviño, 2006; Sendjaya and Cooper, 2011). Nevertheless, the case of ethical leadership is not such since it involves an integration of moral values and the duties of managing people (Den Hartog, 2015).

[bookmark: _Toc228873950]Work Engagement
[bookmark: _Toc228873951]Conceptualisation of Work Engagement
Work engagement is one of the most important psychological concepts in organisational studies especially in service based organisations such as hospitality. It is generally defined as a positive and satisfying job-related state that is characterised by energy, involvement and enthusiasm (Schaufeli and Bakker, 2004). In a similar manner, Kahn (1990) theorises engagement as the level at which individuals devote themselves physically, cognitively, and emotionally to their work positions. Although the importance of engagement cannot be overlooked, there is still some variance in defining how engagement is described, but most scholars agree that it is a high level of individual involvement and connection towards work (Schaufeli et al., 2002; Saks, 2006).
Theoretically, work engagement can be described as the engagement of resources based approaches. The more personal and job resources an employee has, the more likely he or she is to invest energy, be energetic, and engaged when confronted with work demands (Hobfoll, 1989). On the other hand, the scarcity of the resources can decrease the level of engagement and lead to stress and withdrawal behaviours.
[bookmark: _Toc228873952] The dimension of Work Engagement
The concept of work engagement is generally conceptualised by three fundamental dimensions, namely: vigour, dedication and absorption (Maslach et al., 2001). Vigour is the strong energy levels, psychological strength, and the determination to fight back despite the obstacles. Dedication is a high degree of engagement, passion and pride in the job. Absorption is a state of intense concentration whereby individuals are completely engaged in their activities. The combination of these dimensions describes the strength and the nature of a connection of an employee with his or her work.
[bookmark: _Toc228873953]Work Engagement in the Hospitality Industry
Work engagement is especially significant in the hospitality business, where workers are called upon to cope with elevated customer engagement and emotional demands. Employees who are engaged are more likely to be more responsive, proactive and of higher quality of service, which can positively impact the organisational performance (Karatepe et al., 2014; Lee and Ok, 2015). Enhanced engagement levels have also been linked to enhanced job satisfaction, organisational commitment and decreased turnover intention (Saks, 2006). Nevertheless, the involvement cannot be considered as an activity that can do no harm. The lack of adequate support in in-demand working environments, like hospitality, may result in the depletion of resources and burnout (Halbesleben et al., 2014). It indicates the significance of organisational support and leadership in ensuring activity over time. In this regard, ethical leadership can be instrumental in terms of delivering fairness, trust, and support, which could enhance employee engagement and mitigate the risks of withdrawal behaviours, such as turnover intention (Babalola et al., 2017; Saks, 2006).

[bookmark: _Toc228873954]Employee Well-being 
[bookmark: _Toc228873955]Definition and conceptualisation of employee well-being
Employee well-being is the overall quality of the experience of an individual at their workplace and is widely recognised as a multidimensional construct, encompassing physical, psychological, and social aspects (Danna and Griffin, 1999; Grant et al., 2007). It encompasses the health of the employees, their emotional condition as well as the quality of the working relationships. Employee well-being in the organisational setting has been defined in terms of how people perceive their workplace, the levels of stress, their levels of satisfaction and their state of mind (Tay et al., 2023).
[bookmark: _Toc228873956]Employee Well-being in the Hospitality Industry
Hospitality employees find themselves in a situation where they are putting long hours plus they are constantly in contact with the customers. This can turn out to be a stressful experience in the long run and can even result in burnout provided that there is not sufficient support. Due to this, well-being is highly related to employee performance and service delivery excellence. Research indicates that supportive leadership might assist to alleviate these pressures, as well as to improve the entire work environment (Vullinghs et al., 2018). The concept of well-being may be linked to the Conservation of Resources (COR) theory (Hobfoll,1989) which emphasizes the need to have adequate personal and social support in the workplace. When employees believe that these resources are either absent or inadequate, they tend to be stressed more especially in high-pressure industries such as hospitality.

[bookmark: _Toc228873957]Job Turnover Intention
[bookmark: _Toc228873958]Definition of Job Turnover Intention
A turnover is the exit of workers that are in an organisation due to various reasons, voluntarily or involuntarily. The turnover intention refers to the willingness or desire of an employee to quit the job he or she is currently doing (Mobley et al., 1979; Bothma and Roodt, 2013). The leaving of an employee by an organisation is normally followed by the term personnel turnover, which entails the hiring of a replacement to the vacated job. The resignations of the employees can be divided into several broad categories, i.e. either voluntary or involuntary. Voluntary turnover occurs when the employee voluntarily decides to leave the organisation, and involuntary turnover is when the employer decides to terminate the employment relationship (Holtom et al., 2008). Nevertheless, this basic difference is not quite representative of the intricacy of employee turnover since the causes that lead to quitting are often more complex than a simple voluntary or involuntary classification (Griffeth and Hom, 2001). 
The turnover can also be considered as described in regard to its effects to the organisation. As an example, this is dysfunctional turnover, or exit of high-performing employees, and functional turnover, or exit of low-performing employees (Dalton et al., 1981; Hancock et al., 2013). This distinction can be useful in making managerial decisions, but in practice this distinction is not always easy to determine whether a departure is beneficial or not, especially in dynamic industries such as hospitality where labour conditions change rapidly.
This paper is devoted to the voluntary dysfunctional turnover because the loss of high-performing employees can particularly have detrimental effects on organisational performance and overall labour market (Sophie, Wynen and Hondeghem, 2018). In this respect, organisations that are effective in retaining high performers are likely to be more stable and develop over the long run (Heneman et al., 2018).
Mello (2011) claims that the turnover costs can be between 150% and 250% of the annual remuneration of an employee. High turnover rates have been associated with low worker morale, reduced job satisfaction, and negative customer reviews about the quality of the services (De Winne et al., 2018). The recent evidence presented by the Chartered Institute of Personnel and Development (CIPD, 2023) supports these claims and shows that the direct costs related to the problem of employee turnover are significant, and comprise the costs of recruitment, training, and lost productivity, as well as indirect costs including the loss of performance, an increase in the pressure of work on the rest of the staff, and deterioration of the human well-being of employees. The compound impacts highlight the strategic importance of retaining staff, particularly in labour-intensive sectors such as hospitality (CIPD, 2023).
[bookmark: _Toc228873959] Job turnover intention in the hospitality sector
It is well known that resource depletion is one of the primary factors that affect the intention of employees to leave hospitality industry (Hobfoll,1989; Halbesleben et al., 2014). Hospitality sector is characterised by excessive job demands and workplace stress which in turn contribute to waste of resources which in turn reduces the well-being of employees and work engagement, ultimately increasing turnover intention (Bakker and Demerouti, 2017; Schaufeli et al., 2002; Hakanen et al., 2006).
Hospitality setting evidence indicates that working conditions like long hours have an impact on the loss of resources and turnover intention. Prolonged working hours lead to fatigue and burnout and consequently, increase the intention of employees to resign according to Studies in the hotel industry (Karatepe and Olugbade, 2009; Wong and Ko, 2009). Recent studies also point out that job and social resources are also considered as buffering factors. Collegial support and a feeling of trust in the workplace may mitigate the detrimental effect of stress on burnout and intention to leave among employees as they offer valuable resources to cope with highly demanding working environments (Halbesleben, 2006; Karatepe, 2013).

[bookmark: _Toc228873960]Work engagement and employee well-being 
Work engagement and employee well-being are two closely related constructs that can be used to explain the turnover intention of employees in high-demand industries like hospitality. Work engagement is described as a positive and satisfaction work related state that is characterised by vigour, dedication and absorption (Schaufeli et al., 2002). Employee well-being is defined as a broader psychological and emotional work experience that is characterised by job satisfaction, stress levels, and mental health (Schaufeli et al., 2002).
Studies have shown that there is overall positive correlation between engagement of employees and their well-being. Engagement is typically linked to improved psychological well-being and reduced strain (Shuck and Reio, 2014), whereas well-being may also contribute to engagement (Kurniadewi, 2017). Nonetheless, this correlation may vary with the working conditions especially in high pressure working conditions. Even intensive engagement even in the most demanding working conditions may add to the strain and lack of adequate recovery, thus the association between engagement and well-being may be more complex than merely positive (Demerouti et al., 2010; Breevaart and Bakker, 2018).
The Job Demands Resources (JD-R) model elucidates that when job demands are too high, the employees may be exhausted, which can negatively affect their engagement as well as their well-being (Bakker and Demerouti, 2017) At the same time, job support through colleagues, freedom of action in the way the work is done, and meaningful work can make it easier that the employees will be able to handle the pressure and be motivated (Bakker and Demerouti, 2017).
 In order to be inclusive, the former researches suggest that the connection between work engagement and the well-being of employees is usually positive, yet contingent. It relies on equilibrium between job demands and job resources available.




[bookmark: _Toc228873961]Employee Well-Being and Job Turnover Intention
Employee well-being is an important predictor of turnover because a poor psychological and emotional health increases stress and burnout and increases the risk of resignation (Wright and Cropanzano, 2000; Karatepe and Olugbade, 2016). This implies that in high pressure industries like hospitality, high employee stress levels will lead to increased turnover intentions. Moreover, it has been indicated that employee well-being has a direct and indirect impact on turnover intention with such variables as job satisfaction and work engagement playing a significant role (Wright and Cropanzano, 2000; Harter, Schmidt and Keyes, 2003). This means that the correlation between well-being and turnover is not linear but rather influenced by a number of inter-related factors. Workers with stress, emotional fatigue, or anxiety are more prone to develop job intentions to leave (Akdemir et al., 2022; Salama et al., 2022). On the other hand, increased well-being is likely to enhance organisational commitment and decrease withdrawal behaviours. There has been evidence to show that employee well-being might not be the sole factor to avoid turnover intention, as other factors like external job opportunities and career aspirations can still influence employees to move on (Hom et al., 2017).
The higher the level of well-being, the more job engagement and sense of purpose that can reduce withdrawal behaviours and intentions to leave (Alarcon, 2011). Though the emotional exhaustion has always been linked with the negative influence on the work outcomes (Lee and Ashforth, 1996), the more recent studies in the hospitality industry provide even stronger evidence by establishing a closer connection between the burnout and the turnover intention in the employees of the hotels (Lu and Gursoy, 2013; Karatepe, 2013). This means that although the previous research offers a good theoretical framework it may not be able to fully represent the complexity of employee withdrawal behaviours in high-pressure service settings.
Though current studies have emphasised the significance of well-being, it usually dwells on the direct linkages and it may ignore the overall effect of a combination of various organisational factors. Thus, additional research is needed to examine the interaction of well-being with other variables, in particular, in the context of the UK hospitality industry.

[bookmark: _Toc228873962]Work Engagement and Job Turnover Intention
Work engagement has been a widely identified negatively related factor to turnover intention in the hospitality industry, with higher work engagement levels being linked to a lower probability of employees considering to leave their organisation (Karatepe, 2013; Albrecht et al., 2015; Jang and Kandampully, 2017). Conversely, low engagement levels characterised by lower energy, commitment, and participation are associated with increased turnover intentions especially in hospitality setting (Karatepe, 2013). Nevertheless, engagement alone does not thoroughly explain the turnover intention since other contributing factors like job insecurity, low pay, and poor working conditions can also have a huge contribution (Kim et al., 2005; Karatepe and Uludag, 2007).
Studies also indicate that work engagement is a likely mediating factor between organisational factors and turnover intention (Saks, 2006; Karatepe, 2013; Jang and Kandampelly, 2017). Job resources, including supportive leadership, training, autonomy, etc., can indirectly lower turnover intention, in this sense, by boosting employee engagement. However, the current literature is more likely to consider relatively direct relationships and might not take into account the joint impact of more general organisational effects.
Employee well-being, leadership style, and organisational culture may have a combined impact on engagement and turnover intention. Thus, additional studies are necessary to investigate these associations on a deeper level, especially in the context of UK hospitality industry.

[bookmark: _Toc228873963]Ethical Leadership and Employee Well-Being
Work in hospitality can be highly emotional, and long hours can damage mental health and burnout but does ethical leadership resolve the structural issue? Ethical leadership assists in that it assists employees with the most important psychological and social resources. Ethical leadership attributes, which include fairness, openness, and building trust, lessen uncertainty and enhance well-being (Inocêncio et al., 2024). According to a Conservation of Resources lens (Hobfoll,1989), this type of leadership can help avoid resource depletion and recover losses as a result of work-related stress, which leads to increased engagement and decreased turnover intentions.
Even though research has shown that the positive effects of leadership on well-being can be significant, other studies have indicated that these effects might not be as strong in high-pressure settings like hospitality because structural constraints limit the influence of the leaders (Hochschild, 1983; Ashkanasy and Humphrey, 2011). Ethical leadership does not always work in a linear, or consistent way. To illustrate, it might have varying effects on turnover intention based on whether it effectively reduces emotional exhaustion or is supported by an ethical organisational climate (Saleh et al., 2022). In addition, the well-being of employees can be a primary connection between leadership behaviour and positive organisational performance, including extra-role behaviour and organisational commitment. Having a wider organisational system (including human resource practices and ethical culture) then leads to more effective ethical leadership. Within these settings, leaders can contribute to bridging structural gaps by offering assistance that would improve overall work experience of employees.
However, the current studies also indicate that the effect of ethical leadership is not universal. Ethical leadership can be affected by cultural and organisational differences in understanding and effectiveness across various contexts (Zaghmout et al., 2024; Bedi et al., 2015). Although the concept of ethical leadership is generally linked to higher performance rates, motivation, and well-being of employees (Neubert et al., 2013; Shin et al., 2014), some critics state that excessive emphasis on performance outcomes can be a threat to reduce ethics to their managerial role instead of a moral principle (Ciulla, 2005). Ethical leadership will also be useful in this situation, and ethical behaviours will be encouraged primarily to enhance the results instead of depicting the true values. This can undermine its authenticity and limit its influence on employee well-being, implying that its effectiveness will also depend on the extent to which ethical values are ingrained in the organisation (Ciulla, 2005; Brown and Treviño, 2006).
In general, despite a general consensus that ethical leadership is associated with better well-being and organisational performances, the impact of ethical leadership is still context-dependent. There is little information available as to its efficacy in the UK hospitality industry where commercial pressure and labour issues may come into play in how ethical leadership is implemented in practice.

[bookmark: _Toc228873964]Ethical Leadership and Work Engagement
Studies are increasingly finding ethical leadership as a significant antecedent of employee work engagement, which is the degree to which people put their brains, hearts, and bodies into their work (Demirtas and Asuman, 2014; Bedi et al., 2015). Ethical leaders promote trust-based relationships, distribute responsibilities evenly, and help employees improve, which leads to increased involvement and commitment to work roles (Ahmad et al., 2021; Khan et al., 2020). This applies especially in hospitality contexts where staff members have to endure unceasing emotional pressures and a high level of customer contact, making sustained engagement the key to service quality and organisational performance (Shani, 2014; Luo et al., 2019; Schiopu, 2014).
Theoretically, ethical leadership is effective in improving employee engagement by using relational and motivational. The social exchange theory describes how employees are likely to return favourable and supportive treatment with more effort and interest (Hsieh and Wang, 2015). 
The same is observed by Mellor (2007) who notes that both line managers and senior leaders are highly influential on engagement which indicates that it is dependent on the quality of the workplace relationships. On the other hand, unethical leadership qualities, including favouritism, unfair reward practices, and dishonesty, may minimize employee motivation and engagement by aggravating stress and emotional tension (Wang et al., 2011; Harun and Mohd Taib, 2025).
These conditions also lead to depletion of psychological resources, which is consistent with Conservation of Resources theory (Hobfoll,1989) and leads to further disengagement and withdrawal behaviours, such as turnover intention (Christian et al., 2011). Conversely, more highly engaged employees have more likelihood of exhibiting greater resilience and organisational attachment, which in turn reduces their intention to leave the organisation (Saks, 2006; Halbesleben, 2010).
A positive correlation between ethical leadership and work engagement is also supported by empirical research (Engelbrecht, Heine and Mahembe, 2017; Kalshoven and Boon, 2012). These aspects lead to more organisational benefits, such as increased commitment, performance, and employee retention (Bedi et al., 2015; Zhao and Zhou, 2024).
According to the results of other studies, ethical leadership does not always have direct impacts on employee engagement or well-being (Lin and Liu, 2017; Tang et al., 2014). Furthermore, engagement and disengagement are not the two opposite extreme states, and so ethical leadership does not necessarily eliminate the state of disengagement altogether (Mostafa, Farley & Zaharie, 2021).
On the one hand, ethical leadership is, in most cases, linked with increased work engagement (Babalola et al., 2017; Engelbrecht et al., 2017). However, on the other hand, its impact depends largely on both the organisational and the situational factors. The engagement is only influenced by the leadership as well as the wider job resources like organisational support, job design and the relationships between the supervisors and the workers (Melcrum,2007). Ethical leadership, therefore, should be considered as an enabling mechanism that functions via the psychological and relational processes instead of being viewed as a solution in its own right. 

[bookmark: _Toc228873965]Ethical Leadership and Employee Job Turnover Intention
Ethical leadership is relevant in developing employee attitudes and impacting retention successes. Whenever leadership is ineffective or unethical, then there is likelihood of employees becoming dissatisfied which may cause more employees to be willing to leave the organisation (Tepper, 2000; Schyns and Schilling, 2013). Conversely, ethical leaders stand a better chance to develop trust, enhance employee engagement, and promote retention through creation of a just and supportive work environment (Brown, Treviño, and Harrison, 2005; Kim and Brymer, 2011). Ethical leadership is linked to a lower turnover intention, in part because of its contribution to building trust and enhancing the employee-organisation loyalty (Ng and Feldman, 2015).
This idea is also supported by research and implies that ethical leadership may assist in establishing a more positive ethical climate in organisations which can reduce the intention to leave in employees (Bedi et al., 2015). The common method used to explain this dynamic is social learning theory, which suggests that employees learn through observation and imitation of the behaviours of their leaders over time (Brown, Treviño and Harrison, 2005). This explanation however is not extensive enough in that it fails to take into consideration individual differences in the way employees react to leadership. 
The ethical leadership is also associated with increased emotional attachment to the organisation since employees under ethical leaders have higher chances of feeling valued and treated fairly (Demirtas and Asuman, 2014). Such an opinion might not take into account the other factors that can cause turnover, such as salary rates, workload stress, and lack of career advancement opportunities. Consequently, although ethical leadership may have a beneficial effect on employee attitudes, it is not likely to completely overcome the impact of structural and organisational factors on turnover intentions.
Studies have further established that ethical leadership enhances the loyalty of employees and minimizes turnover intentions in various settings, including hospitality (Zaghmout et al., 2024). Nevertheless, it is possible that the strength of this relationship varies across countries implying that cultural values and labour market conditions play a significant moderating role. An example is the leadership behaviours, which may be perceived differently in various cultures based on the cultural orientation of the culture, i.e. the power distance, which will determine whether the employees will see ethical leadership as supportive or authoritative.
The literature indicates that ethical leadership is likely to increase job satisfaction, develop trust, and improve employee well-being, which could reduce intentions to leave (Theriou, Chatzoudes, and Mavrommatidou, 2024). A lot of this research however is based on self-reported data which can be seen as having potential bias and compromising the reliability of the results. To illustrate this point, employees who are already satisfied with their jobs might be more willing to have a positive perception of their leaders. Concurrently, ethical leadership does not always imply equitable results, especially in those organisations, where issues like excessive workloads or inequality have not been resolved yet. Turnover intention can be decreased with the help of ethical leadership, which builds trust and fairness, but it is not the only aspect. Another problem area that has a great impact on employees who either choose to remain or leave is the problem of pay, workload and career opportunities. A significant percentage of the research studies conducted on the topic of ethical leadership have been conducted in non-western countries especially in Asia and the Middle East. This has made it not always certain as to whether these findings can be generalized to other sectors like hospitality in the UK. Moreover, little focus has been put on the UK hospitality industry itself, despite the fact that it has been suffering well-known predicaments, such as high staff turnover and demanding working conditions. Although there is some evidence suggesting that the leadership style and ethical workplace practices could impact employee commitment and retention (Chan and Barlis, 2023), the mechanism by which ethical leadership could play out in the UK setting is not fully researched.

[bookmark: _Toc228873966]Research Gap
There are still major gaps in the existing literature, despite the growing scholarly interest in ethical leadership and its impact on employee outcomes in the workplace such as work engagement, well-being, and organisational commitment (Brown and Treviño, 2006; Demirtas and Asuman, 2014; Bedi et al., 2015).
A significant methodological weakness relates to the prevalence of cross-sectional research designs that focus on the self-reported information greatly limiting the ability to determine clear causal relations between ethical leadership and employee outcomes. The question is, is ethical leadership a direct influence on employee behaviour or does the underlying individual and contextual influences mediate these perceptions?
Geographically, most of the available evidence is located in non-Western settings, especially in Pakistan, China, and other economies in Asia, which questions the applicability of results to the Western service markets where organisational norms and cultural expectations vary significantly.
Moreover, previous literature has mostly studied employee outcomes - work engagement, well-being and turnover intention - in isolation, but not in an interconnected model. This curtails knowledge on how these variables interplay and the process by which the leadership impacts the intention to leave in employees. Despite some studies recognizing that positive relationships between ethical leadership and turnover intention are mediated by the psychological resources of the employees, and the reduction of stress (Mo and Shi, 2015; Dang-Van et al., 2025), the empirical research on the mediating roles of employee well-being and work engagement between ethical leadership and turnover intention is limited.
In context, there has been a relative paucity of research specifically focused on the UK hospitality industry, although it has its own distinct features. The results of general organisational context or other sectors might not be directly transferable to this context.
To fill these gaps, this paper will analyse the effect of ethical leadership on turnover intention as mediated by the effect of employee well-being and work engagement in the UK hospitality industry in relation to the origin of the resources that affect such turnover intentions (Hobfoll, 1989).



?

[bookmark: _Toc228873967]CHAPTER THREE: 

METHODOLOGY

[bookmark: _Toc228873968]Research strategy
The present study is constructed on the increasing knowledge that leadership is a significant factor in determining the attitudes and behaviours of the employees, which can eventually impact the organisational performance. This research is based on the theoretical relationship that is discussed in Chapter Two and utilises a predominantly quantitative method to test the hypotheses proposed. By relying on the established ideas and being consistent with the existing literature, the study will enhance its reliability and its academic rigour, as well as will enable a better comparison with the previous findings.

[bookmark: _Toc228873969]Research Design
The approach of this study is primarily quantitative, although there is the presence of a qualitative aspect via one open-ended question at the end of the questionnaire. The quantitative approach helps the researcher to study the potential relationships between ethical leadership, employee work engagement, employee well-being and turnover intention in a clear and organized manner. It is also useful in testing hypotheses, which is convenient when the research method used is deductive.
The key application of the quantitative research is to test theories, when it is needed to measure the relationships between variables with the help of statistical analysis (Creswell, 2014). The present study helps to generate numerical data that can be objectively analysed and, consequently, can enhance the credibility of the results. The other plus is that the process is fairly organized and can be replicated in similar situations, which can enhance the overall credibility of the research. When an open-ended question is given to the responders, this opportunity was provided to the responders to express their views in a more free manner. Although this does not qualify the study as a completely qualitative one, it does offer some additional insights, which cannot be provided through the use of fixed-response questions alone. From the researcher’s perspective, this approach is the most convenient one to examine the relationship between the given variables in this study.
There were some limitations noticed in this study. Participants also might not necessarily be truthful, and quantitative research is not necessarily an effective means of capturing more personal experiences. The inclusion of the open-ended question, however, can assist to address this to some extent, although this is a small part of the overall design.
On the whole, a predominantly quantitative research design should be applied in the present study since the primary aim is to find out the relationships between variables, but not to delve into personal experiences. The research pursues a positivist approach and employs statistical analysis to make sure that the findings are as reliable and objective as possible.

[bookmark: _Toc228873970]Research Paradigm/Philosophy 
To achieve the advancement of knowledge, it is essential to choose the right research philosophy and methodologies. The main three approaches are: positivism, interpretivism and pragmatism. The concept of positivism is founded on the notion that reality is objective and can be measured and analysed statistically. On the other hand, interpretivism is concerned with subjectivity and has the goal of understanding personal experiences in social contexts. Pragmatism adopts a flexible approach, including elements of both positivism and interpretivism based on the research issue. In the opinion of the researcher, the positivist research philosophy is the convenient option since it aims to test the relationships between the defined variables using the quantitative data and statistical analysis by assuming that reality is objective and can be measured by observable facts (Saunders, Lewis, and Thornhill, 2019). The positivist approach suffices as it gives the opportunity to measure the results objectively and to test the hypothesis and establish reliable and generalisable results. It also eliminates the bias of the researcher as it only dwells on observable and measurable data. As a result, it should be noticed that the positivist approach helps to produce more evidence-based findings about the relationship between leadership and employee outcomes in the hospitality sector. Using standardised scales used in the preceding study enhances the reliability of the study as it increases the consistency with which the concepts are measured.
Moreover, the deductive approach is implemented because the research is founded on the existing theories and tests that predetermined the hypotheses on the topic of leadership and employee results.

[bookmark: _Toc228873971]Data Collection
The main data collection tool was a structured questionnaire, which is in line with the quantitative approach to data collection described in Section 3.1. This method is perfectly suited to test hypotheses in a systematic way and conduct a statistical analysis (Saunders et al., 2019).
Interviews were originally thought of but eventually discarded as it is better suited to examine individual stories as opposed to general trends in a sample. A survey method was more suitable because it was necessary to get a greater number of participants and obtain similar, measurable data (Bryman, 2016).
The questionnaire included a demographic section that introduced the questionnaire and a statement-based section that covered the core research variables. Instead of using a single uniform scale, a combination of response format was used which included five point agreement scales (strongly disagree to strongly agree), frequency based scales (always to never) and satisfaction based scales. This intentional dissimilarity was meant to keep the respondents engaged, lower the chances of automatic or unthoughtful response, and elicit various aspects of workplace experience. To make sure that responses are consistent across formats, all responses were coded numerically before analysis.
Measurement scales were all based on validated measures applied in previous studies. The scales used to measure ethical leadership included the Ethical Leadership Scale (Brown et al., 2005), the scales used to measure employee well-being included well-being scales, and the scales used to measure work engagement included the Utrecht Work Engagement Scale (Schaufeli et al., 2002). Items on turnover intention were based on measures that were widely used (Mobley, 1977; Tett and Meyer, 1993). Where needed, some minor wording changes were made to enhance relevance of each scale to the UK hospitality context, whilst retaining the original meaning and psychometric integrity of each scale.
Before full distribution a pilot test with a small group was conducted. The above identified ambiguous or unclear items, and minor changes were made respectively, enhancing the overall clarity and quality of the instrument.
One open-ended question was also put in the questionnaire where respondents were requested to give any extra thoughts on motivation and leadership. In spite of the fact that the study is mostly quantitative, this qualitative aspect can be used to give some additional information that can be used to explain the findings of the statistical analysis. Demographic items, such as age, gender, career position, years of experience, and type of organisation, were also included to enable subgroup analysis and testing of control variables.

[bookmark: _Toc228873972]Population and Sample
The sample to be used in this study is comprised of employees who are already in the employment of the hospitality industry in the UK. The selection of this industry was based on the fact that it is generally known to have one of the most challenging working environments, staff turnover, and the overall motivation and engagement levels of its employees. These features render it a rather topical context in which to consider how ethical leadership can impact employee well-being, work engagement, and turnover intentions to leave an organisation. The sample included males, females and individuals who did not want to disclose their gender, aged between 18 and over 55 years and had work experience less than a year to more than 8 years working in various types of organisations such as bars, restaurants, hotels, tourist services and other hospitality sectors, which further increases diversity of perspectives. The sample size was aimed at 248 participants; this is considered the right range of samples to be used when conducting statistical analyses. A sample of this high number of respondents will help in ensuring that the results are high enough to determine patterns and relationships among variables. A convenience sampling technique was used to select the participants. The reason behind this approach was mainly because there was limited access to hospitality organisations as well as the practical issues of accessing employees in various workplaces. Consequently, there was a representation of people depending on their availability and willingness to join. This will reduce the ability to generalise the findings to the entire population, but will enable an effective data collection within the realistic constraints that are usually faced during a research study. Given that the objective of the research is to understand the contemporary workplace experiences, the research only involved individuals who are currently working in the hospitality industry in the UK. 

[bookmark: _Toc228873973]Research Model & hypotheses
This paper constructs a conceptual framework to analyse the effect of ethical leadership on employee performance in the UK hospitality industry, basing the study on the existing literature and research gaps that exist. It considers in particular staff well-being, work engagement, and turnover intention, and the mediation of these relationships by engagement and well-being.
Past studies indicate that ethical leadership is associated with a just and supportive workplace, which can positively affect employees in terms of their psychological and emotional workplace experiences (Brown and Treviño, 2006; Demirtas and Asuman, 2014). Ethical leaders can contribute to enhancing the trust, safety and well-being feelings by showing fairness, honesty and care about the employees. This implies that there is a positive correlation between ethical leadership and the well-being of the employees. Increased work engagement has also been attributed to ethical leadership. Employees are more likely to feel connected to their work and have more enthusiasm and commitment when they see their leaders as ethical and supportive (Bedi et al., 2015; Demirtas and Asuman, 2014). This suggests that ethical leadership can promote increased employee engagement. But there are findings, as has been discussed earlier, about the indirect, yet positive impact of ethical leadership on employee outcomes.
Turnover intention on the other hand is influenced by job satisfaction and work relationships, as well as engagement levels. The literature indicates that ethical leadership may alleviate the intention to leave among employees through building trust, organisational commitment, and positive work attitudes (Ng and Feldman, 2015; Kim and Brymer, 2011).
Moreover, the well-being of employees and their work engagement can be significant psychological processes according to which ethical leadership can impact turnover intention. When employees feel more engaged and have the necessary psychological support, they can be expected to be less likely to consider leaving their organisation. This paper will thus analyse the two variables as mediators of the relationship between ethical leadership and turnover intention.
Lastly, based on the Conservation of Resources theory, ethical leadership may be viewed as a source of support that assists employees in conserving and creating their psychological resources. Under these circumstances, the employees have a higher possibility of high engagement and well-being, which subsequently decreases the intention to leave.
On the basis of the above arguments, the following hypotheses can be put forward:
H1: Ethical leadership is positively related to employee well-being.
H2: Ethical leadership is positively related to work engagement.
H3: Employee well-being is negatively related to job turnover intention.
H4: Work engagement is negatively related to job turnover intention.
H5: Ethical leadership is negatively related to job turnover intention.
H6: Employee well-being mediates the relationship between ethical leadership and job turnover intention.
H7: Work engagement mediates the relationship between ethical leadership and job turnover intention.
Accordingly, the main research question guiding this study is:
How does ethical leadership influence employees’ turnover intention in the hospitality industry through employee well-being and work engagement?
Based on the literature review on ethical leadership, work engagement, employees' well-being, and job turnover intention variables, the proposed research model can be visualized as the following:
[image: ]
[bookmark: _Toc228098997]Figure 3.1 Proposed Research Model

[bookmark: _Toc228873974]Data Analysis
The data gathered in this study were analysed with the help of quantitative methods to study the relationships between ethical leadership, employee well-being, work engagement, and turnover intention. The responses were collected, coded and analysed with the help of IBM SPSS. The quantitative approach was selected due to the fact that it is possible to objectively measure the variables and test the relationship between the variables with the help of statistical methods (Saunders et al., 2019).
To test the postulated hypotheses, the research adopted a combination of descriptive statistics, reliability analysis, correlation analysis and multiple regression analysis. Moreover, mediation analysis was also done to study the indirect effect of employee well-being and work engagement on the relationship between ethical leadership and turnover intention. The analysis has begun with the descriptive statistics to indicate the sample profile and summarise the key variables in the study. The level of reliability was tested with the help of the alpha of Cronbach, and the values of 0.70 or more were regarded as acceptable (Field, 2018). After that, correlation analysis was carried out to examine the relationships between the main variables. The hypotheses were then tested using multiple regression analysis to determine the extent to which ethical leadership predicts employee well-being, work engagement and turnover intention. The reason why these methods were selected is that they are widely used in the field of social science and business research to analyse relationships between variables and to test theoretical models (Pallant, 2020). Regression analysis is suitable in establishing predictive relationships among variables whilst factoring in others. All in all, such a combination of methods gives an effective and transparent method of analysing the data and answering the research questions.

[bookmark: _Toc228873975]Reliability and Validity
Validated scales used in previous studies concerning ethical leadership, employee well-being, work engagement, and turnover intention were adopted to ensure reliability and validity. Validity is the extent to which the instrument properly measures the idea it is designed to examine, whereas reliability refers to the consistency and stability of a measurement instrument in producing similar results under consistent conditions. Reliability and validity are significant because if they are present, credibility, correctness and trustworthiness of the study results grow.
 There was a pilot test to pick out the ambiguous items and to refine the questionnaire before main data collection.
In order to reduce common method bias that may occur under the self-reported data, the anonymity of respondents was ensured and made obvious, the use of neutral words was also stipulated. Before the regression analysis, statistical assumptions such as normality, linearity and multicollinearity were checked, which confirms the appropriateness of the selected analytical methods. All these actions enhanced the general reliability and validity of the results.

[bookmark: _Toc228873976]Limitations of the Research
Although the research design is meticulously designed, there are a few limitations that need to be considered. To begin with, the purposive sampling and a sample size of 248 respondents restrict the extent to which the results can be generalized to the overall hospitality industry. The sample size of 248 is acceptable to analyse, although the sample size limits the extent to which the results can be generalised to other hospitality settings.  It also restricts more specific comparisons of groups. In further studies, a bigger and more heterogeneous sample can be utilized to enhance the quality and applicability of the results.  The data will also be gathered exclusively about the UK hospitality industry which restricts the generalisation of the findings to other nations.
The other limitation is that it uses self-reported questionnaires, which can lead to bias, e.g., social desirability or common method variance (Podsakoff et al., 2003). Despite the fact that anonymity and confidentiality are guaranteed, there is still a possibility that some respondents have provided socially desirable responses. Secondly, the study is cross-sectional, which restricts the possibility of establishing causal relationships between ethical leadership and employee outcomes. Data will be taken at one point in time, that is, it will not be able to capture any changes over time or long-term effects.

[bookmark: _Toc228873977] Research Ethics
This study followed the ethical guidelines of the University of Wales Trinity Saint David and complied with the UK Data Protection Act (2018) and the General Data Protection Regulation. To the participants, an information sheet was provided to them in the explanation of the purpose of the study, procedures and their rights. Informed consent was sought prior to them participating in the survey.
The participants were allowed to drop out at any point without penalty and that all the data was anonymised to ensure that they were not identified. The survey responses were stored in password-protected files, which only the researcher had access. Data was wiped in a secure way once the study was concluded. Ethical approval was taken from the university before collecting any data. This ensured the safety of participants, their privacy, and proper conduct of the study (UK Data Service, n.d.).
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RESULTS AND DISCUSSION

[bookmark: _Toc227919856][bookmark: _Toc228873979]Demographic Profile of Respondents
The demographic details of the 248 valid responses to the survey are given in Table 4.1. A majority of the sample consisted of 126 female respondents which is 50.8% of total, 104 of males respondents which is 41.9% of total, and 7.3% or 18 respondents preferred not to disclose their gender. This gender balance is widely aligned with the demographic characteristics of the UK hospitality labour force that used to have a larger part of female employees (Office for National Statistics, 2023).
In terms of age, the largest group was aged 35 to 44 years (n = 71, 28.6%), followed by the 25 to 34 age group (n = 63, 25.4%), and the 18 to 24 cohort (n = 60, 24.2%). The proportion of respondents aged 55 years and above was only 15 (6.0) indicating that the sample represents a relatively young to middle aged workforce, which is typical of hospitality employment in the UK.
In terms of experience, 87 (35.1%) respondents had worked in the hospitality industry between 1 and 3 years, indicating the high turnover rate and relatively youthful demographic of the industry. About the same percentage (n = 55, 22.2%) reported less than one year experience, and 4-7 years’ experience (n = 55, 22.2%), and 50 respondents (20.2%) had 8 or more years of industry experience. Regarding the type of organisation, hotels constituted the majority of the employers (n = 83, 33.5%), then restaurants (n = 54, 21.8%), and tourism service providers (n = 54, 21.8%) and the rest comprised bars (n = 38, 15.3%), and other organisations (n = 19, 7.7%).
[bookmark: _Toc228099006]Table 4.1 Demographic Characteristics of Respondents (N = 248)
	Characteristic
	Category
	n
	%

	Gender
	Female
	126
	50.8

	
	Male
	104
	41.9

	
	Prefer not to say
	18
	7.3

	Age Group
	18-24
	60
	24.2

	
	25-34
	63
	25.4

	
	35-44
	71
	28.6

	
	45-54
	39
	15.7

	
	55+
	15
	6.0

	Years of Experience
	Less than 1 year
	55
	22.2

	
	1-3 years
	87
	35.1

	
	4-7 years
	55
	22.2

	
	8+ years
	50
	20.2

	Organisation Type
	Hotel
	83
	33.5

	
	Restaurant
	54
	21.8

	
	Tourism Service
	54
	21.8

	
	Bar
	38
	15.3

	
	Others
	19
	7.7


Note. Position is not tabulated due to high variability (100+ self-reported job titles spanning front-of-house, back-of-house, and management roles).


[image: ]
[bookmark: _Toc228098998]Figure 4.1 Bar Chart - Gender Distribution
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[bookmark: _Toc228098999]Figure 4.2 Bar Chart - Age Group Distribution
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[bookmark: _Toc228099000]Figure 4.3 Bar Chart - Years of Experience
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[bookmark: _Toc228099001]Figure 4.4 Bar Chart - Organisation Type


[bookmark: _Toc227919857][bookmark: _Toc228873980]Descriptive Statistics for Main Constructs
Table 4.2 shows the descriptive statistics of the four main constructs. All the scores were calculated as mean scores in the corresponding scale items, and the scale scores varied between 1 (strongly disagree / never) and 5 (strongly agree / always).
Ethical leadership had a mean of 3.48 (SD = 0.79) showing that the respondents moderately agreed that their managers demonstrated ethical leadership behaviours like fairness, transparency and care about their employees. The employee well-being (M = 3.70, SD = 0.89) and work engagement (M = 3.82, SD = 0.88) had higher mean scores indicating relatively high levels of psychological well-being and job engagement in the sample. Work engagement had the largest mean of all the four constructs and it is seen that even though the employees had a mixed perception of leadership, those in this sample had a relatively high level of enthusiasm, resilience and immersion in their work.
The lowest mean score (M = 2.66, SD = 1.21) was turnover intention, which is lower than the midpoint of the scale (3.0). This implies that the average intentions of respondents towards leaving their current organisations were not very strong. The standard deviation (1.21) is relatively high, though, meaning that the differences in responses are significant, and that there is a significant difference in the retention risk across the sample. The difference between moderate turnover intention and higher scores of well-being and engagement is in line with previous studies that positively organisational experience can moderate the tendency of employees to turn over (Schaufeli and Bakker, 2004).
[bookmark: _Toc228099007]Table 4.2 Descriptive Statistics for Main Constructs (N = 248)
	Construct
	N
	Min
	Max
	Mean
	Std. Dev.

	Ethical Leadership (EL)
	248
	1.55
	4.91
	3.48
	0.79

	Employee Well-Being (EWB)
	248
	1.50
	5.00
	3.70
	0.89

	Work Engagement (WE)
	248
	1.60
	5.00
	3.82
	0.88

	Turnover Intention (TI)
	248
	1.00
	5.00
	2.66
	1.21


Note. All constructs measured on a 5-point scale (1 = strongly disagree / never, 5 = strongly agree / always).

[bookmark: _Toc227919858][bookmark: _Toc228873981]Descriptive Frequencies for Turnover Intention Items
The frequencies of the five turnover intention items at the item level are given in Table 4.3. In most of the items, most of the respondents ranked in the lower end of the scale which further confirms the moderate-low level of turnover intention in the sample.
In the case of TI1 (I often think of quitting my job), 64.1% of the respondents answered 1 or 2, which means that most of them do not often think about quitting their jobs. In the same way, in TI2 (I will probably seek a new job in the next year) 53.2% of respondents answered 1 or 2. The same was the case with TI3 which assessed the perceived likelihood of searching new employment with 50.8% reporting in the lower range.
A noticeable different trend appeared regarding TI4 ('I want to quit this organisation as soon as I get a better job'). In this case, 46.0% of respondents (n=114) rated 4 or 5, indicating that the conditional intention to leave - conditional on getting a better opportunity - is more significantly higher than the active job-search intention. This difference is theoretically relevant, as it implies that a considerable percentage of the employees might be retained in the short term but can be prone to change, in case alternative employment opportunities arise. TI5, which was a measure of the general strength of intention to leave, revealed that 53.7% indicated having a very weak or weak intention thus following the trend in all other items.
[bookmark: _Toc228099008]Table 4.3 Descriptive Frequencies for Turnover Intention Items (N = 248)
	Item / Statement
	1 n(%)
	2 n(%)
	3 n(%)
	4 n(%)
	5 n(%)
	High TI%

	TI1: I often think about quitting my job
	86 (34.7)
	73 (29.4)
	30 (12.1)
	43 (17.3)
	16 (6.5)
	23.8%

	TI2: I will probably look for a new job next year
	71 (28.6)
	61 (24.6)
	41 (16.5)
	57 (23.0)
	18 (7.3)
	30.3%

	TI3: How likely to search for new job (recoded)
	73 (29.4)
	53 (21.4)
	43 (17.3)
	57 (23.0)
	22 (8.9)
	31.9%

	TI4: Intend to leave as soon as I find a better job
	38 (15.3)
	39 (15.7)
	57 (23.0)
	56 (22.6)
	58 (23.4)
	46.0%

	TI5: Strength of intention to leave (recoded)
	54 (21.8)
	79 (31.9)
	52 (21.0)
	35 (14.1)
	28 (11.3)
	25.4%


Note. 1 = Strongly Disagree / Very Unlikely / Very Weak; 5 = Strongly Agree / Very Likely / Very Strong. High TI% = proportion scoring 4 or 5.



[image: ][image: ]
[image: ]
[image: ]
[image: ]
[bookmark: _Toc228099002]Figure 4.5 Bar Charts - TI Item Frequency Distributions (TI1-TI5)
[bookmark: _Toc227919859][bookmark: _Toc228873982] Reliability Analysis
Each of the four constructs was analysed through reliability analysis based on Cronbach’s alpha (a) coefficient, which is one of the most popular internal consistency measures (Field, 2018). The findings, reported in Table 4.4, show that there is good internal consistency in all the four scales. The items that gave a =.920 were Ethical Leadership (11 items), items that gave =.946 were Employee Well-Being (8 items), items that gave =.895 were Work Engagement (6 items), and items that gave =.954 were Turnover Intention (5 items). Each of the values significantly surpassed the generally accepted minimum of.70 (Nunnally, 1978) and even reached or went beyond the.90 mark of high reliability. The findings substantiate the claim that all four measurement scales have high levels of psychometric reliability, and can be utilized in future inferential analyses.
[bookmark: _Toc228099009]Table 4.4 Reliability Statistics for All Constructs
	Construct
	Items (N)
	Cronbach's a
	Interpretation

	Ethical Leadership (EL)
	11
	.920
	Excellent

	Employee Well-Being (EWB)
	8
	.946
	Excellent

	Work Engagement (WE)
	6
	.895
	Excellent

	Turnover Intention (TI)
	5
	.954
	Excellent


Note. All alpha values exceed the recommended threshold of .70 (Nunnally, 1978). Excellent reliability denotes a >= .90 or near.

[bookmark: _Toc227919860][bookmark: _Toc228873983]Pearson Correlation Analysis
The correlation analysis was done using Pearson correlation to analyse the bivariate relationships among the four main constructs. The correlation is in Table 4.5. All correlations were found to be significant at the p < .001 level which gives a well-grounded initial support to the hypotheses.
Ethical leadership also showed a positive significant relationship with employee well-being (r =.839, p <.001), which went in favour of the hypothesis that ethical leaders provide an environment that supports psychological well-being. Likewise, there was a significant positive correlation between ethical leadership and work engagement (r =.752, p < .001). These results are aligned to the Social Exchange Theory (Blau, 1964), which posits that employees will respond positively to fair and supportive treatment by leaders by working harder and engaging in more activities.
Turnover intention was also found to be significantly and negatively correlated with ethical leadership (r = -.762, p <.001), which suggests that organisations that have more ethical leaders have a higher retention of employees. The negative relationship between employee well-being and turnover intention was the highest (r = -.825, p < .001), followed by the work engagement (r = -.802, p <.001). The fact that the correlation between employee well-being and work engagement is extremely high (r = .864, p <.001) indicates that the two constructs are closely related to each other in the hospitality setting, which is in line with the Job Demands-Resources model (Bakker and Demerouti, 2007). These correlation coefficients warrant the regression and mediation analyses below.
[bookmark: _Toc228099010]Table 4.5 Pearson Correlation Matrix (N = 248)
	
	EL
	EWB
	WE
	TI

	Ethical Leadership (EL)
	1
	
	
	

	Employee Well-Being (EWB)
	.839**
	1
	
	

	Work Engagement (WE)
	.752**
	.864**
	1
	

	Turnover Intention (TI)
	-.762**
	-.825**
	-.802**
	1


Note. EL = Ethical Leadership; EWB = Employee Well-Being; WE = Work Engagement; TI = Turnover Intention. ** p < .01 (2-tailed). N = 248 for all pairs.

[bookmark: _Toc227919861][bookmark: _Toc228873984]Regression Analysis
[bookmark: _Toc227919862][bookmark: _Toc228873985]Regression 1: Ethical Leadership Predicting Employee Well-Being (H1)
The impact of ethical leadership on employee well-being was tested using a simple linear regression. The model was statistically significant (F(1, 246) = 585.441, p < .001) and explained 70.4% of the variance in employee well-being (R2 = .704, Adjusted R2 = .703). The positive predictor was ethical leadership which was a strong and significant (B = 0.939, SE = 0.039, beta = .839, p < .001) positive predictor showing that as ethical leadership increases one unit, employee well-being also improved by 0.939 units. These findings are a good indication of H1.
[bookmark: _Toc227919863][bookmark: _Toc228873986]Regression 2: Ethical Leadership Predicting Work Engagement (H2)
The second linear regression was a simple one to determine the influence of ethical leadership on work engagement. The model was statistically significant (F(1, 246) = 319.744, p < .001), explaining 56.5% of the variance in work engagement (R2 = .565, Adjusted R2 = .563). Ethical leadership was a significant positive predictor (B = 0.832, SE = 0.047, beta = .752, p < .001), supporting H2. The marginally smaller explanatory power than the EWB model (56.5% vs 70.4) indicates that although ethical leadership remains a highly influential driver of both mediators, it might not have a direct effect on work engagement, which can be partially buffered by other personal and organisational variables not included in the present study.
[bookmark: _Toc227919864][bookmark: _Toc228873987]Regression 3: Multiple Predictors of Turnover Intention (H3, H4, H5)
The multiple linear regression was performed where ethical leadership, employee well-being and work engagement were all predictors of turnover intention. The overall model was statistically significant (F(3, 244) = 213.348, p < .001) and explained 72.4% of the variance in turnover intention (R2 = .724, Adjusted R2 = .721). The standardised and unstandardised coefficients are given in Table 4.6. The three predictors were all significant negative predictors of turnover intention. Employee well-being had the strongest standardised effect (beta = -.368, p < .001), followed by work engagement (beta = -.330, p < .001), and ethical leadership (beta = -.206, p = .001). The findings show H3, H4, and H5 respectively, which proves that an increased ethical leadership, employee well-being, and work engagement are each significantly and independently related with a lower turnover intention even when the other predictors are held constant.
All the predictors had values of VIF that were within acceptable ranges (VIF < 10), which validates the lack of problematic multicolinearity. This result is shown by the large explained variance (R2 =.724) which shows that the model of three predictors best explains the systematic variation in turnover intention in this sample.
[bookmark: _Toc228099011]Table 4.6 Regression Results - Predictors of Turnover Intention (H3, H4, H5)
	Predictor
	B
	SE
	Beta
	t
	p
	95% CI [LL, UL]

	(Constant)
	7.357
	.195
	-
	37.718
	<.001
	[6.97, 7.74]

	Ethical Leadership
	-.314
	.095
	-.206
	-3.308
	.001
	[-.50, -.13]

	Employee Well-Being
	-.503
	.111
	-.368
	-4.514
	<.001
	[-.72, -.28]

	Work Engagement
	-.456
	.093
	-.330
	-4.906
	<.001
	[-.64, -.27]


Note. R2 = .724, Adjusted R2 = .721, F(3, 244) = 213.348, p < .001. Dependent variable: Turnover Intention. B = unstandardised coefficient; SE = standard error; Beta = standardised coefficient; CI = confidence interval; LL = lower limit; UL = upper limit.

[bookmark: _Toc228099012]Table 4.7 Summary of Regression Models (H1, H2)
	Model / Predictor
	R
	R2
	Adj. R2
	F
	p
	beta

	H1: EL -> EWB
	.839
	.704
	.703
	585.441
	<.001
	.839**

	H2: EL -> WE
	.752
	.565
	.563
	319.744
	<.001
	.752**


Note. EL = Ethical Leadership; EWB = Employee Well-Being; WE = Work Engagement. ** p < .001.

[bookmark: _Toc227919865][bookmark: _Toc228873988]Mediation Analysis (H6 and H7)
The PROCESS Macro Model 4 with 5,000 bootstrap resamples and 95 percent bias-corrected confidence intervals was used to mediate the relationship between ethical leadership and turnover intention to test whether employee well-being (H6) and work engagement (H7) mediate the relationship. The statistical significance of mediation was taken to be when the bootstrap confidence interval of the indirect effect is not equal to zero (Hayes, 2022; Preacher and Hayes, 2008).
[bookmark: _Toc227919866][bookmark: _Toc228873989]H6: Employee Well-Being as Mediator
The overall impact of ethical leadership on turnover intention was also significant and negative  (Effect = -1.165, SE = .063, p < .001, 95% CI [-1.290, -1.041]), which indicates that ethical leadership does have a significant negative effect on turnover intention at a bivariate level. With ethical leadership having an effect on turnover intention that was statistically significant but significantly smaller when employee well-being was included as a mediator (Effect = -0.360, SE = .099, p < .001, 95% CI [-0.555, -0.165]).  The turnover intention that was influenced by the indirect effect of ethical leadership on employee well-being was also significant (Effect = -0.805, BootSE = .096, 95% BootCI [-0.994, -0.618]). The indirect effect is statistically significant since the confidence interval did not contain zero. Moreover, since the direct effect was still noteworthy, the mediation is considered to be partial mediation. H6 is thus accepted: the extent to which ethical leadership is associated with turnover intention is mediated by employee well-being.
The value of the indirect effect (-0.805) compared to the overall effect (-1.165) indicates that about 69% of the overall impact of ethical leadership on turnover intention is mediated by the employee well-being pathway, which highlights the importance of well-being as one of the key mediating variables.
[bookmark: _Toc227919867][bookmark: _Toc228873990] H7: Work Engagement as Mediator
The same mediation analysis was done using work engagement as the mediator. The overall impact of ethical leadership on turnover intention was once again high Effect = -1.165, SE = .063, p < .001). The direct effect of ethical leadership on turnover intention was also significant when work engagement was considered (Effect = -0.559, SE = .081, p < .001, 95% CI [-0.719, -0.400]), and the indirect effect through work engagement was also (Effect = -0.606, BootSE = .083, 95% BootCI [-0.774, -0.446]). Once again, the confidence interval was not zero and it proved the significant partial mediation. H7 is thus accepted: work engagement mediates the correlation between ethical leadership and turnover intention partly.
The total effect with work engagement (-0.606) being an approximation of 52 percent of the total effect proves that work engagement is also a significant channel through which ethical leadership can be said to be acting its effect on employee retention. Collectively, the two mediation analyses prove that ethical leadership alleviates turnover intention directly and indirectly via the psychological processes of well-being and engagement.
[bookmark: _Toc228099013]Table 4.8 Mediation Analysis Results - PROCESS Model 4 (N = 248, Bootstrap = 5,000)
	Path
	Effect
	SE
	95% BootLLCI
	95% BootULCI
	Sig.

	H6: EWB as Mediator (EL -> EWB -> TI)

	Total effect (EL -> TI)
	-1.165
	.063
	-1.290
	-1.041
	p < .001

	Direct effect (EL -> TI, controlling EWB)
	-0.360
	.099
	-0.555
	-0.165
	p < .001

	Indirect via EWB
	-0.805
	.096
	-0.994
	-0.618
	Sig.*

	H7: WE as Mediator (EL -> WE -> TI)

	Total effect (EL -> TI)
	-1.165
	.063
	-1.290
	-1.041
	p < .001

	Direct effect (EL -> TI, controlling WE)
	-0.559
	.081
	-0.719
	-0.400
	p < .001

	Indirect via WE
	-0.606
	.083
	-0.774
	-0.446
	Sig.*


Note. Bootstrap confidence intervals based on 5,000 resamples. *Significant = CI excludes zero. Partial mediation confirmed in both H6 and H7 as direct effects remain significant. EL = Ethical Leadership; EWB = Employee Well-Being; WE = Work Engagement; TI = Turnover Intention.

[bookmark: _Toc227919868][bookmark: _Toc228873991]Qualitative Findings: Open-Ended Responses
Besides the quantitative scales, the respondents were also encouraged to provide any other ideas on the impact of leadership and management style on their motivation and working experience at the workplace. There were 149 respondents (60.1%) that gave a qualitative answer. To visually depict the most common content words, a word cloud was created (Figure 4.6), and a thematic frequency analysis was performed to determine predominant patterns.
Motivation was the most evident word, as it was used 37 times within answers, which clearly indicates that the leadership style is directly connected with the motivation of the employees in this research sample. The supportive word was repeated 18 times, communication, and clear 14 times, and trust 11 times, which are all core dimensions of ethical leadership as it is conceptualised in the current research. The words valued and feedback were used 9 and 8 times respectively and engaged was used 8 times and is a direct reflection of the quantitative construct of work engagement. Remarkably, the words reduce and lack were used 11 and 10 times respectively, and they were generally used in the context of poor communication or unsupportive management decreasing engagement and motivation.
These results are in support of the quantitative ones. A number of respondents mentioned supportive and fair leadership as one of the factors that help them stay in their positions. As an example, a respondent mentioned that 'support my manager provides to me is what keeps me there', and another mentioned that ‘ethical and transparent management make me feel valued’. On the other hand, mentions of injustice, favouritism and lack of communication were related to lower levels of motivation and more willing to find other jobs. A particular respondent mentioned favouritism and unfairness as an issue and another stated that poor leadership can easily deflate morale and make me feel that I have no connection with the objectives of the team.
The qualitative data therefore brings about significant contextual nuances to the quantitative results, with the view being that ethical leadership as a construct, which is represented by trust, fairness, communication and supportive behaviour, is seen by the hospitality employees as the core to their well-being, engagement and intention to stay in their respective organisations.
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[bookmark: _Toc228099003]Figure 4.6 Word Cloud - Open-Ended Responses on Leadership, Motivation, and Workplace Experience (N = 149)

[bookmark: _Toc227919869][bookmark: _Toc228873992]Discussion of Findings
[bookmark: _Toc227919870][bookmark: _Toc228873993]Ethical Leadership and Employee Well-Being (H1)
[bookmark: _Toc227919871]H1 is well supported, and ethical leadership becomes one of the important predictors of employee well-being (β = .839, R² = .704, p < .001). This is consistent with the results of Resick et al. (2006), who discovered that ethical leaders have the ability to provide employees with psychologically safe environments in which they feel appreciated and valued. This is especially so in the hospitality industry where high stress levels, odd working hours, and emotional labour are well-documented issues (Karatepe and Olugbade, 2009). The results indicate that managerial behaviours that are typified by fairness, consistency, and responsiveness can significantly counter the psychological pressure of service work.
[bookmark: _Toc228873994]Ethical Leadership and Work Engagement (H2)
[bookmark: _Toc227919872]H2 is supported as well, with ethical leadership explaining a 56.5% of the variance in work engagement (β = .752, p < .001). This is in line with Job Demands-Resources model (Bakker and Demerouti, 2007) which puts leadership support as a major resource that keeps employees motivated. Open communication, employee involvement in decision-making, and meaningful recognition in ethical leaders meets core psychological needs of autonomy, competence, and relatedness (Deci and Ryan, 2000), thus leading to intrinsic motivation and involvement.
[bookmark: _Toc228873995]Well-Being, Engagement, and Turnover Intention (H3, H4, H5)
[bookmark: _Toc227919873]All of H3, H4, and H5 are supported. Employee well-being was the strongest predictor of turnover intention (β = -.368, p < .001), followed by work engagement (β = -.330, p < .001) and ethical leadership directly (β = -.206, p = .001). These three variables combined explain 72.4% of the variance in turnover intention, which is a significant amount of explanatory ability. The primacy of well-being corresponds with the Vitamin Model of Warr (1990), which places psychological well-being as a direct determinant of work-related outcomes. The negative correlation between engagement and turnover intention supports Conservation of Resources theory (Schaufeli and Bakker, 2004), according to which engaged employees have more strong organisational attachment and are less willing to find another job.
[bookmark: _Toc228873996]Mediation Effects (H6 and H7)
[bookmark: _Toc227919874]The two hypotheses (H6 and H7) are both supported, with the well-being of employees and work engagement partially mediating the relationship between ethical leadership and turnover intention. The partial mediation shows that the influence of ethical leadership on turnover intention is multidimensional and indirectly related through the psychological mechanisms. The indirect effect through well-being (Effect = -0.805, 95% CI [-0.994, -0.618]) was notably larger than through work engagement (Effect = -0.606, 95% CI [-0.774, -0.446]), which establishes well-being as the pathway of mediation. This could be a symptom of the especially stressful nature of hospitality work, in which the psychological effect of unsupportive management can be felt most acutely in the health of employees, ultimately driving voluntary turnover. The findings are an extension of the study by Brown and Treviño (2006) and Walumbwa et al. (2011) in that they empirically show the mediating value of well-being and engagement in the leadership-retention relationship within the UK hospitality setting.
[bookmark: _Toc228873997]Practical Implications
The implications of the findings have explicit practical implications. Since ethical leadership results in 70.4% and 56.5% of the well-being and engagement variance respectively, focused leadership training focusing on fairness, communication, and employee recognition may have significant retention effects. The partial mediation further indicates that the effect of well-being interventions, including mental health support, flexible working hours, and equitable distribution of workloads could independently decrease the turnover, even where the immediate benefits of leadership quality are limited. Also the fact that conditional turnover intention was higher than active job-searching is important in showing the need to actively manage employee experience prior to them being offered better opportunities elsewhere.

[bookmark: _Toc227919875][bookmark: _Toc228873998]Summary of Hypothesis Testing
Table 4.9 summarises the results of all seven hypothesis tests conducted in this study.
[bookmark: _Toc228099014]Table 4.9 Hypothesis Testing Summary
	H
	Statement
	Test Used
	Key Result
	Decision

	H1
	EL positively predicts EWB
	Regression
	beta = .839, p < .001, R2 = .704
	Supported

	H2
	EL positively predicts WE
	Regression
	beta = .752, p < .001, R2 = .565
	Supported

	H3
	EWB negatively predicts TI
	Regression
	beta = -.368, p < .001
	Supported

	H4
	WE negatively predicts TI
	Regression
	beta = -.330, p < .001
	Supported

	H5
	EL negatively predicts TI
	Regression
	beta = -.206, p = .001
	Supported

	H6
	EWB mediates EL -> TI
	PROCESS Model 4
	Indirect = -0.805, CI [-.994, -.618]
	Supported (Partial)

	H7
	WE mediates EL -> TI
	PROCESS Model 4
	Indirect = -0.606, CI [-.774, -.446]
	Supported (Partial)


Note. EL = Ethical Leadership; EWB = Employee Well-Being; WE = Work Engagement; TI = Turnover Intention. All tests conducted on N = 248 with 95% confidence intervals.

[bookmark: _Toc227919876][bookmark: _Toc228873999]Chapter Summary
In this chapter, a quantitative and qualitative data on 248 employees of hospitality sector in the United Kingdom was extensively examined. The seven research hypotheses were all supported correct contributing to strong evidence that ethical leadership has a positive impact on employee well-being and work engagement and that these two constructs, in turn, lower turnover intention. The mediation analyses affirmed that the well-being and engagement are partial mediating variables in the leadership-retention relationship. These results add to the emerging literature connecting ethical leadership with positive organisational performance in the service-based industries and have significant implications to the management practice and human resource policy of the hospitality sector in the UK. The next chapter will cover the wider theoretical and managerial implications of these results, limitations of the study, and the suggestions of future research.




[bookmark: _Toc228874000]CHAPTER FIVE: 

RECOMMENDATIONS AND CONCLUSIONS

[bookmark: _Toc228874001] Conclusions
This paper explored the effect of ethical leadership on employee well-being, work engagement and turnover intention within the UK hospitality industry. In general, the results affirm that leadership does make a significant impact on employee results.
The research showed that Ethical Leadership had a strong positive impact on both employee well-being and work engagement. In line with the previous study (Brown and Treviño, 2006), when employees feel that their managers are just, honest, and supportive, they get more energised and committed. In the Job Demands-Resources model, ethical leadership is an organisational resource that assists employees to cope with the intrinsic stress of the hospitality job.
Both well-being and work engagement had negative associations with turnover intention, which supports previous studies that have reported that emotional exhaustion and disengagement are the main contributors to withdrawal behaviour in the hospitality industry (Karatepe, 2013; Lu and Gursoy, 2013). Another direct negative relationship that was shown by ethical leadership is the turnover intention. The mediation analysis with the help of the PROCESS Macro confirmed that both well-being and engagement are partially mediating this relationship, with well-being being a stronger mediator. This implies that the psychological status of employees is more important in determining whether they can remain or leave than whether they are highly engaged in the job they are doing - a fact that is in line with the Conservation of Resources theory (Hobfoll, 1989).
Overall, ethical leadership indirectly and directly decreases turnover intention, by its ability to increase employee well-being and engagement.

[bookmark: _Toc228874002]Achievement of Research Objectives
All the research objectives were achieved. The regression analysis revealed that ethical leadership and employee well-being have a strong positive relationship, which shows that ethical management is important to psychological outcomes in hospitality. The correlation and regression analysis also confirmed that there is a strong positive relation between ethical leadership and work engagement, as the correlation involving the two variables is very strong.
The multiple regression analysis revealed that well-being, as well as work engagement, have a significant negative effect on turnover intention, meaning that organisations can retain employees better by investing in these variables. Lastly, the mediation analysis found that well-being and engagement were partial mediators, i.e. that leadership can influence turnover intention directly and indirectly, through the overall work experience of employees.

[bookmark: _Toc228874003]Recommendations for Managerial Practice
The results have a number of practical implications to managers in the UK hospitality industry.
To ensure that fairness, transparency and consistency are reinforced, organisations are to invest in developing ethical leadership through organised training programmes, coaching and 360-degree feedback mechanisms. As the concept of well-being turned to be the most significant predictor of a lower turnover intention, mental health programs, specifically counselling, flexible work schedules, and workload control, are necessary, especially considering the emotional stress that hospitality workers are prone to.
Relatively small yet consistent interventions, such as acknowledging employee input, engaging employees in the decision-making process, and creating a positive working environment, can strengthen work engagement. These practices are in line with the Job Demands-Resources model that underscores organisational support as a motivation factor.
Managers also ought to realise that passive turnover risk, that is, when employees stay on but they are likely to take an opportunity when it arises, is not always evident. Being proactive and not reactive in ensuring that the work environment remains positive and stable is therefore necessary. Lastly, leadership, well-being, and engagement are not issues to be addressed as distinct entities. The mutual dependence of these aspects suggests that the combined approach to people management will bring more effective retention results.


[bookmark: _Toc228874004]Contributions to Theory
This research has a number of theoretical contributions. By situating ethical leadership as an important organisational resource in the Job Demands-Resources model, the study directs its application to the high-demand service settings. The results are also consistent with the Social Exchange Theory because employees react more positively by becoming more engaged and less willing to leave the organization when they feel they are treated fairly by their leaders and supported.
The paper also confirms the Conservation of Resources theory by showing that ethical leadership assists in preserving the psychological resources of the employees. It is worth noting that the well-being emerged to be a more decisive factor than engagement when employees decide whether to stay or to leave in the UK hospitality context. This is one of the main theoretical contributions of the study.
Lastly, the study offers context-specific evidence that contributes to a literature where most of the findings are in non-Western settings and general organisational settings.

[bookmark: _Toc228874005]Limitations and Future Research
There are a number of limitations in this study. Cross-sectional design does not allow causation to be drawn; future studies should use longitudinal or experimental designs to develop a more convincing direction and causality of the relationships under study. The use of self-reported data also leads to the potential of response bias that could be mitigated with the help of mixed-method approaches that involve the use of qualitative interviews or observational data.
The conceptual model can also be expanded to include more variables in the conceptual model that may provide a more comprehensive explanation of employee turnover. A repeat of the study in other areas of the economy, like healthcare or retail, and different cultural settings would also contribute to the overall generalisability of the results. Lastly, the application of more advanced levels of analytic techniques, such as moderation analysis and multi-level modelling, might provide the conditions under which ethical leadership can be most effective in this or that organisational structure and roles.

[bookmark: _Toc228874006]Chapter Summary
This chapter has highlighted the major findings of the research and how all the objectives of the research were fulfilled. The findings are always consistent that ethical leadership is important in enhancing employee well-being and work engagement, and in lowering turnover intention in the UK hospitality industry. The study has a theoretical and practical contribution to the field as it provides managers with useful information on how to increase retention. Although there are some limitations, they give a clear outlook of the future research. The results, ultimately, support the claim that the quality of leadership is the key factor in the promotion of employee experience, and that organisations, who are dedicated to enhancing their retention, would gain quite a lot out of the prioritisation of the ethical practices of leadership.
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[bookmark: SEC_E]SECTION E: Details of Research Activity

		Aims, Vision, and Approach of the Research (maximum 200 words per section)

Please outline what you are hoping to achieve with your proposed work and how you will deliver it?



		1

		Research aims and objectives



		Briefly state your research: 

· Aims (what the research is trying to achieve or advance)

· Objectives (action or tasks required to do this)





The purpose of this research is to investigate the impact of ethical leadership on employee well-being, work engagement, and turnover intention in the hospitality industry. The hospitality sector often faces high employee turnover and workplace stress, which can negatively affect service quality and business performance. By examining the role of ethical leadership—leaders who act with fairness, honesty, and integrity—this study aims to understand how such leadership can create a more positive and sustainable work environment for employees.







Objectives

1. To examine the relationship between ethical leadership and employee well-being in the hospitality sector.

2. To analyse how ethical leadership affects employee engagement levels.

3. To explore the influence of ethical leadership on employees’ intention to leave their jobs.

4. To identify practical leadership strategies that can promote ethical practices and reduce turnover in hospitality organisations.

5. To provide recommendations for managers and HR professionals to foster an ethical organisational culture that enhances employee outcomes.





(this box should expand as you type) 



		2

		Vision



		Explain how your research:

· Is of importance within or beyond your area of research 

· Has the potential to advance current understanding, generate new knowledge, thinking, or discovery within or beyond the field or area

· Is timely given current trends, context, and needs

· Has the potential to generate impact in society, the economy, or the environment





This research is of great importance both within the field of leadership and organisational behaviour and beyond, as it explores the ethical dimensions of leadership that directly affect employees’ psychological and professional well-being. In the hospitality industry—where high employee turnover and job stress are ongoing challenges—understanding how ethical leadership can mitigate these issues is particularly valuable.



The study has the potential to advance current understanding by integrating ethical leadership theory with employee well-being, engagement, and turnover intention, providing empirical evidence from the hospitality context. It contributes new knowledge by highlighting ethical leadership as a strategic factor in promoting employee commitment and sustainable workforce practices. This area remains underexplored compared to transformational or authentic leadership.



The research is timely given the post-pandemic emphasis on employee mental health, retention, and ethical management. As organisations increasingly focus on sustainability, fairness, and social responsibility, examining ethical leadership aligns with both academic and industry priorities. The hospitality sector, facing labour shortages and reputational pressures, urgently needs leadership approaches that foster trust and long-term staff engagement.



Finally, the study has the potential to generate real-world impact by guiding managers and HR professionals to implement ethical leadership practices that improve employee satisfaction, reduce turnover costs, and strengthen organisational resilience. Indirectly, it can enhance service quality, customer satisfaction, and the overall sustainability of the hospitality industry, contributing positively to both the economy and society.
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		3

		Approach



		Explain your approach and how you have designed:

· Clearly describe both the methodological framework for data collection (if applicable) and any specific analysis methods proposed, making it clear what specific techniques may be used

· Explain the reasons for their choice

· Explain how these are feasible, effective and proportionate to achieve your objectives  

· Identify any risks to delivery and how they will be managed   

· Explain how your approach will maximise translation of outputs into outcomes and impacts   





This research adopts a quantitative methodological framework to investigate the relationships between ethical leadership, employee well-being, engagement, and turnover intention. Data will be collected through a structured online questionnaire distributed to employees working in various hotels across the UK hospitality sector. The questionnaire will use validated measurement scales—such as the Ethical Leadership Scale (ELS) by Brown et al. (2005), the Utrecht Work Engagement Scale (UWES), and established measures for employee well-being and turnover intention—to ensure reliability and validity.

The collected data will be analysed using statistical techniques in SPSS. Descriptive statistics will summarise respondent demographics, while correlation analysis will explore relationships among variables. Multiple regression analysis will be employed to determine the strength and direction of ethical leadership’s influence on well-being, engagement, and turnover intention. These analytical methods are chosen for their ability to quantify relationships and provide objective evidence that directly addresses the research objectives.



The quantitative approach is feasible, effective, and proportionate to the study’s aims, as it enables the researcher to gather data from a sufficiently large and diverse sample within a limited timeframe and to generalise findings to the wider population of hospitality employees. Data collection will be managed ethically and efficiently, with informed consent and anonymity ensured to minimise participant risk and bias.



Potential risks include low response rates or incomplete data, which will be mitigated by using reminder emails, targeting multiple hotels, and ensuring that the survey is concise and user-friendly. Data quality risks will be managed through pre-testing (pilot study) to refine questionnaire items before full distribution.



This approach will maximise the translation of outputs into outcomes and impacts by generating practical recommendations for managers and HR leaders in the hospitality sector. By providing evidence-based insights, the study’s findings can inform leadership development programmes, employee well-being policies, and retention strategies, ultimately contributing to a more ethical, motivated, and sustainable workforce in the hospitality industry.
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		Location of research activity

Identify all locations where research activity will take place.
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		5

		Will any of your research be undertaken outside of the UK?

		YES

		Click to continue to appendix 3

		NO

		Continue to the next section



		6

		Have you completed any of Appendix 3? 

		YES

		☐

		NO

		☐







[bookmark: SEC_F]SECTION F: Research Methods 

		Will the research activity include:

		YES

		NO



		[bookmark: _Hlk153204538]1

		Use of a questionnaire or similar research instrument?

		☒

		☐



		2

		Use of interviews?

		☐

		☒



		3

		Use of focus groups?

		☐

		☒



		4

		Use of participant diaries? 

		☐

		☒



		5

		Use of video or audio recording?

		☐

		☒



		6

		Use of computer-generated log files?

		☐

		☒



		7

		Participant observation with their knowledge?

		☐

		☒



		8

		Participant observation without their knowledge?

		☐

		☒



		9

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

		☐

		☒



		10

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

		☐

		☒



		11

		Performance of any acts which may cause embarrassment or affect self-esteem?

		☐

		☒



		12

		Investigation of participants involved in illegal activities?

		☐

		☒



		13

		Use of procedures that involve deception?

		☐

		☒



		14

		Administration of any substance, agent, or placebo?

		☐

		☒



		15

		Working with live vertebrate animals?

		☐

		☒



		16

		Procedures that may have a negative impact on the environment?

		☐

		☒



		17

		Other primary data collection methods. Please indicate the type of data collection method(s) below.

		☐

		☒



		Details of any other primary data collection method:
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SECTION G: Research Participants 



		Research participants include people who will be taking part in your research as providers of research data (e.g., being interviewed, answering questionnaires, or doing user testing of hardware or software). This includes animal participants.



		1

		Does your research involve human or non-human participants?

		YES

		Continue this section

		NO

		Click to continue to section N









		Participant numbers and source

How will you ensure an appropriately convened sample group in order to meet the aims of the research? Give details for subgroups separately, if appropriate. How will any potential pitfalls, for example dual roles or potential for coercion, be addressed?



		1

		How many participants will be recruited, and how was the number decided upon?

		



150-200 Participants







(this box should expand as you type)



		2

		Who will the participants be?

		

Participants will be employees working in the hospitality sector, including staff from hotels, restaurants, and catering services. 





(this box should expand as you type)



		3

		How will you identify the participants?

		

Social Media Platform, email invitations, and a professional network.









(this box should expand as you type)



		4

		Will you be excluding any groups of people, and if so what is the rationale for that?

		



No

(this box should expand as you type)



		5

		Will the research involve any element of deception?  If yes, please describe why this is necessary and whether participants will be informed at the end of the study

		





No



(this box should expand as you type)



		6

		Describe whether participants will be able to withdraw from the study, and up to what point (eg, if data is to be anonymised). If withdrawal is not possible, after a certain point, explain why not. 

		



Participants will be informed that their participation in the study is voluntary and that they may withdraw at any time during data collection without providing a reason. If a participant chooses to withdraw before submitting the online questionnaire, their responses will not be recorded or included in the study.



However, once the questionnaire has been submitted and the data anonymised, it will no longer be possible to identify or remove individual responses, as no personal identifiers (such as names or contact details) will be collected or stored. Therefore, withdrawal after data anonymisation will not be feasible.



This procedure ensures both ethical integrity and data confidentiality, complying with the principles of informed consent and data protection. Participants will be clearly informed of these conditions in the participant information sheet and consent form before taking part in the study.







(this box should expand as you type)



		7

		How long will the participant have to decide whether to take part in the research?

		





Participants will be given sufficient time to consider their involvement before taking part in the study. Since the research uses an online questionnaire, they will be able to read the participant information sheet and consent form at their own pace before choosing whether to proceed. There is no time pressure to respond immediately; participants can decide to take part at any point during the data collection period, which will remain open for approximately three weeks.



This approach ensures that participation is fully informed, voluntary, and free from coercion.



(this box should expand as you type)



		8

		What arrangements have been made for participants who might have difficulties understanding verbal explanations or written information, or who have particular communication needs that should be taken into account to facilitate their involvement in the research?

		





The research uses an online questionnaire with clear, plain English and straightforward instructions to ensure accessibility for all participants. The participant information sheet and consent form are written in simple, non-technical language to avoid confusion.

If any participant has difficulty understanding the written information or requires clarification, they will be able to contact the researcher via email for further explanation or support before deciding whether to participate. Participation is entirely voluntary, and only individuals who confirm they fully understand the study’s purpose and procedures will be included.
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SECTION H: Research with Vulnerable People 

		1

		Are your participants classed as vulnerable people?

		YES

		Click to continue to appendix 4

		NO

		Continue to the next section



		2

		Have you completed Appendix 4? 

		YES

		☐

		NO

		☐







[bookmark: SEC_I]SECTION I: Research Involving Animals 

		1

		Are your participants non-human animals?

		YES

		Click to continue to appendix 5

		NO

		Continue to the next section



		2

		Have you completed Appendix 5? 

		YES

		☐

		NO

		☐







[bookmark: SEC_K]SECTION J: Research with the Prison Service or the Probation Service

		1

		Are your participants staff or offenders within the Prison Service or the Probation Service?

		YES

		Click to continue to Appendix 6

		NO

		Continue to the next section



		2

		Have you completed Appendix 6? 

		YES

		☐

		NO

		☐







[bookmark: SEC_J]SECTION K: Health and Social Care Research

		1

		Are your participants selected due to their health or social care needs?

		YES

		Click to continue to Appendix 7

		NO

		Continue to the next section



		2

		Have you completed Appendix 7? 

		YES

		☐

		NO

		☐







[bookmark: SEC_L]SECTION L: Types of Personal Data

		Personal Data

Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 and the Data Protection Act 2018)?

		YES

		NO



		[bookmark: _Hlk153191083]1

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

		☐

		☐



		

		If you ticked YES, provide a description of the data and explain why this data needs to be collected:
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		Special Category Data 

Does the research involve the processing of special category data (as defined by the General Data Protection Regulation 2016 and the Data Protection Act 2018)?

		YES

		NO



		[bookmark: _Hlk153206093]2

		Racial or ethnic origin

		☐

		☒



		3

		Political opinions

		☐

		☒



		4

		Religious or philosophical beliefs

		☐

		☒



		5

		Genetic, biometric, or health data

		☐

		☒



		6

		Sex life or sexual orientation

		☐

		☒



		7

		Trade union membership

		☐

		☒



		If you ticked YES to any of the questions L2-L7, provide a description of the data and explain why this special category data needs to be collected to support the research, and that it is in the public interest to do so:



		8

		











(this box should expand as you type)



		9

		Please describe how the research has been designed to gather the minimum amount of personal data necessary for the specified research purpose:



		





The research has been carefully designed to collect only the minimum amount of personal data necessary to achieve its objectives. The online questionnaire does not request any personally identifiable information such as names, email addresses, or contact details.

Demographic questions are limited to general categories (e.g., age range, gender, job position, and years of experience) purely for statistical analysis and comparison purposes. These data are collected in a way that prevents the identification of individual participants.

All responses will be stored anonymously and securely, ensuring compliance with data protection and ethical research standards.







(this box should expand as you type)



		10

		Demonstrate that the processing is not likely to cause substantial damage or distress to individuals and that their interests will be safeguarded:



		



The research involves completing an anonymous online questionnaire about workplace experiences and perceptions of leadership. The questions are non-invasive and designed to avoid any topics likely to cause distress or discomfort. Participants may skip any question they do not wish to answer and can withdraw at any time before submitting the survey.



Since no personal identifiers are collected, the processing of data will not cause any substantial damage or distress to individuals. All data will be stored securely and used solely for academic research purposes. Participant interests are safeguarded through informed consent, anonymity, and strict adherence to data protection principles.





(this box should expand as you type)



		11

		Demonstrate that the data will not be used to take any action or make decisions in relation to the individuals concerned:



		

The data collected will be used solely for academic research purposes and will not be used to take any action or make decisions about individual participants. As all responses are anonymous and contain no personally identifiable information, it is impossible to link data to specific individuals.



The analysis will focus exclusively on aggregated results and statistical patterns to explore relationships between ethical leadership, employee well-being, engagement, and turnover intention. This ensures that participants’ privacy and interests remain fully protected throughout the research process.









(this box should expand as you type)



		12

		Data should be anonymised wherever possible, either at the point of capture or once collated. If the data cannot be anonymised, and if pseudonymisation is not possible, demonstrate why that is possible.  If special category data cannot be anonymised, explicit consent to share that data must normally be obtained.



		



All data collected in this study will be anonymised at the point of capture. The online questionnaire does not request any personally identifiable information, and demographic questions (e.g., age range, gender, job position) are collected in broad categories to prevent identification of individuals.



Since no special category or sensitive data is being collected, pseudonymisation or explicit consent for sharing such data is not required. All responses will be stored securely, and only aggregated data will be analysed and reported. This ensures complete anonymity and compliance with ethical and data protection standards.







(this box should expand as you type)



		13

		If special category data cannot be anonymised, will you obtain explicit consent to share that data?

		YES

		NO

		N/A



		

		

		☒

		☐

		☐







SECTION M: Participant Information and Consent 



		Information for participants

It is normally expected that those participating in research should do so having given their informed consent. If this is not appropriate or practical, explicit justification must be provided, in line with prevailing disciplinary conventions.  Please note, however, that informed consent to participate in the research is separate from consent to process (e.g., collect, analyse, store, reuse or share) personal data, as the University’s lawful basis for processing personal data in research activities is part of its ‘public task’. 

		YES

		NO

		N/A



		[bookmark: _Hlk156475507]1

		Will you obtain written consent for participation?

		☒

		☐

		☐



		2

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

		☒

		☐

		☐



		3

		Will you tell participants that their participation is voluntary?

		☒

		☐

		☐



		4

		Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?

		☒

		☐

		☐



		5

		If the research is observational, will you ask participants for their consent to be observed?

		☒

		☐

		☐



		6

		Will you tell participants that they may withdraw from the research at any time and for any reason?

		☒

		☐

		☐



		7

		Will participants be made aware of how you will treat any information that may reasonably be considered as confidential? 

		☒

		☐

		☐



		8

		If your research requires your participants to sign up for a service provided by an external company or organisation, will you inform them that their data may be stored and processed outside UWTSD?

		☒

		☐

		☐



		9

		Will you give participants the UWTSD Privacy Notice for Research?

		☒

		☐

		☐



		If you have answered NO to any of the questions M1-M8, please provide justification detailing why this is necessary for the research.  
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(this box should expand as you type)



		Informed consent: Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before the research begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded. 
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Potential participants will be provided with a Participant Information Sheet (PIS) before taking part in the study. The PIS will clearly explain the purpose of the research, what participation involves, the voluntary nature of participation, the right to withdraw, and how data will be used and stored.



Participants will provide full informed consent by completing an online consent form prior to accessing the questionnaire.



 The consent form will require participants to confirm that they have read and understood the information, agree to participate voluntarily, and understand their rights.

As the study uses an online questionnaire and collects only anonymous, non-sensitive data, this method ensures that consent is documented, informed, and ethically valid.







(this box should expand as you type)



		Confidentiality: Confidential information refers to information that can be related to an identifiable individual, whether living or deceased, which is not in the public domain and which is given with the expectation that it will be kept confidential.  Under Common Law when an individual entrusts a researcher or research team with confidential information, the team must handle this in line with ‘reasonable expectations’. In other words, confidential information should only normally be shared when there would be ‘no surprises’ for the individuals concerned. Where participants would not expect the researcher to be sharing their confidential information with others, researchers can manage their expectations by informing them of their intentions (e.g. in the participant information sheet or during discussions about participation) and asking them if they are happy with these plans. They should understand what is being proposed and what this might mean for them, before they decide whether the researcher can share their confidential information with others.  



		Please detail how you will treat confidential information:
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All information collected in this study will be treated as strictly confidential. As the research involves an anonymous online questionnaire, no personally identifiable information (such as names, email addresses, or contact details) will be collected, meaning that individual responses cannot be linked to participants.



Participants will be informed in the Participant Information Sheet that their responses are confidential, securely stored, and used only for research purposes. Only the researcher and supervisor will have access to the raw data. All results will be reported in aggregated form, ensuring that no individual can be identified.



This approach ensures compliance with ethical standards and common law expectations of confidentiality, providing transparency and protecting participants’ interests.





(this box should expand as you type)



		Copies of any written consent form, written information, and all other explanatory material should accompany this application. If you have included these then please list the documents included here.
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		Sample information sheets and consent forms are available from the University ethical review intranet page at https://intranet.uwtsd.ac.uk/research/research-integrity-and-ethics 





		14

		Consent form attached?

		YES

☐

		NO

☒

		N/A

☐







SECTION N: Research with Potential Military Application

		1

		Does your research have any potential military application?

		YES

		Click to continue to Appendix 8

		NO

		Continue to the next section



		2

		Have you completed Appendix 8? 

		YES

		☐

		NO

		☐







[bookmark: SEC_O]SECTION O: Use of Artificial Intelligence Tools

		Use of generative AI and other AI-based tools

There are a number of ethical issues relating to the use of generative AI and other AI-based tools, including data security, output bias, and output errors. In general, you should assume that any generative AI or other AI-based tool that you pay to use is more secure and accurate than one that is free to use.



Will the research use AI tools to do any of the following:

		YES

		NO

		N/A



		1

		Capture data?

		☐

		☒

		☐



		2

		Generate and/or edit text?

		☐

		☒

		☐



		3

		Generate graphics?

		☐

		☒

		☐



		4

		Generate video?

		☐

		☒

		☐



		5

		Generate sound/music?

		☐

		☒

		☐



		6

		Generate code?

		☐

		☒

		☐



		7

		Generate synthetic data?

		☐

		☒

		☐



		8

		Analyse data?

		☒

		☒

		☐



		9

		Analyse personal or sensitive data?

		☐

		☒

		☐



		10

		Classify data?

		☐

		☒

		☐



		11

		Do you intend to use the free version of any AI tools?

		☐

		☐

		☐



		If you have answered YES to any of the questions O1-O11, please provide justification detailing why this is necessary for the research.  
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Section P: Research Data Management Plan



		1

		Data Summary



		· Briefly introduce the types of data the research will create or access.





The research will generate primary quantitative data collected through an online questionnaire completed by employees in the hospitality industry. The data will include:



· Demographic information: age range, gender, job position, and years of experience (in broad categories).



· Perceptions of leadership: responses measuring ethical leadership using validated scales.





· Employee outcomes: responses on well-being, engagement, and turnover intention, also using validated scales.

All data will be anonymous, non-identifiable, and collected solely for research purposes, with analysis focusing on aggregated trends and statistical relationships.





		2

		Responsibilities



		· Who will be responsible for data management? 

· Outline responsibilities for data management within research teams at all partner institutions



The principal researcher (Sara Zahedi) will be responsible for the overall management of the research data. This includes ensuring that data are collected, stored, processed, and analysed securely and ethically, in line with university and legal requirements (e.g., GDPR).





As this is an individual research project, there are no additional research team members at partner institutions involved. All responsibilities, including data anonymisation, secure storage, and reporting of aggregated results, will be managed solely by the principal researcher. Regular backups will be maintained on secure, password-protected devices to prevent data loss.



This arrangement ensures clear accountability and compliance with ethical and data protection standards.







		3

		Assessment of existing data



		· Provide an explanation of the existing data sources that will be used by the research project (if applicable). 

· Provide an analysis of the gaps identified between the currently available and required data for the research.





This research will primarily collect new, primary data through an online questionnaire and will not rely on existing individual-level datasets. However, the study will draw on existing academic literature, industry reports, and published statistics on ethical leadership, employee well-being, engagement, and turnover in the hospitality sector to inform the research framework and questionnaire design.





A gap exists between the currently available secondary data and the data required for this study: most existing research is either non-UK-based or focuses on general leadership styles rather than ethical leadership in the hospitality context. Moreover, existing datasets often lack direct measures linking ethical leadership with employee well-being, engagement, and turnover intention simultaneously. Collecting primary data via the questionnaire will address these gaps and provide context-specific, empirical evidence for the study.





		4

		Management and curation of data



		· Outline your plans for preparing, organising, and documenting data.



All data collected through the online questionnaire will be downloaded and stored securely on a password-protected computer accessible only to the researcher. Responses will be checked for completeness and consistency, and any incomplete entries will be removed from the dataset before analysis.



Data will be organised systematically in SPSS, with separate files for raw data and analysed data to maintain integrity. Each variable will be clearly labelled and coded, and a data dictionary will be maintained to document variable names, descriptions, measurement scales, and coding schemes.



All steps of data handling, including data cleaning, processing, and analysis, will be fully documented to ensure transparency, reproducibility, and compliance with ethical standards. Once the research is complete, data will be archived securely or deleted according to university guidelines.









		5

		Quality assurance of data



		· Describe the procedures for quality assurance that will be carried out on the data collected at the time of data collection, data entry, digitisation, and data checking.





To ensure the accuracy and reliability of the data:

1. At the time of data collection: The online questionnaire will be pilot-tested with a small group of participants to identify and correct any ambiguous or misleading questions. Automated checks in the survey (e.g., required fields, logical skips) will reduce missing or inconsistent responses.

2. Data entry and digitisation: Since responses are collected digitally, manual data entry errors are minimised. Data will be exported directly from the survey platform into SPSS for analysis.

3. Data checking: The dataset will be reviewed for incomplete, inconsistent, or outlier responses, and any errors will be documented and addressed systematically. Cross-checks will ensure that the coding of variables aligns with the data dictionary.





		6

		Short-term data storage



		· How will the data be stored in the short term during the research? 

· Describe the data access, security, and backup procedures you will adopt to ensure the data and metadata are securely stored during the lifetime of the project.





Data will be stored securely on a password-protected computer accessible only to the researcher. Files will be encrypted, and backups will be made on a secure external drive or university-approved cloud storage. Access is restricted to the principal researcher, ensuring confidentiality. Security measures include strong passwords and antivirus protection. These procedures ensure that the data remain confidential, secure, and protected against loss throughout the research.



		7

		Long-term data storage and preservation 



		· Which data are of long-term value and should be retained, shared, and/or preserved?

· How will the data be stored in the long term?

· Are the plans for preparing and documenting data for sharing and archiving with an external data repository (e.g., the UK Data Service) or the UWTSD data repository? 

· How long will it be stored for and why?





 Only fully anonymised and aggregated research data—including coded responses, statistical analyses, and metadata—will be retained, as these provide lasting value for verification, future research, or publication purposes. No personally identifiable information will be retained.



The anonymised dataset and associated documentation will be stored securely on UWTSD-approved encrypted storage or secure cloud repository. Access will be limited to the researcher and supervisory team.



Data will be documented with a data dictionary, coding schemes, and metadata to ensure it can be shared responsibly with an external data repository (e.g., UWTSD repository) if required, while maintaining anonymity.

The data will be stored for at least 5 years after completion of the research, in line with university policies and academic best practice, to allow for future verification, replication, or follow-up studies.







		8

		Documentation and metadata



		· What documentation and metadata will accompany the data?

· How will the data be documented during research to provide high quality contextual information and/or structured metadata for secondary users?



The data will be accompanied by a comprehensive data dictionary that details:

Variable names and descriptions

Measurement scales and coding schemes

Survey questions and response options

Any data transformations or derived variables



During the research, the data will be documented systematically in SPSS with clear labels and consistent coding. Metadata will include contextual information such as the research objectives, methodology, sample characteristics, and collection procedures.



This structured documentation ensures that the dataset is understandable, reproducible, and usable by secondary researchers while preserving the integrity and transparency of the research.







		9

		Data sharing



		· If you plan to share your research data explain how it will be shared and the value it will have to others

· If you are planning to share the data, please advise when you will be releasing it.  

· Are any restrictions on data sharing required?

· Identify any potential obstacles to sharing your data, explain which and the possible measures you can apply to overcome these

· If the data will have value to different audiences, how these groups will be informed?

· Will the data need to be updated? Include future plans for updating if this is the case.

· Will the data be open or will you charge for it? Justify if charging to access the data.





Anonymised, aggregated data will be shared via the UWTSD repository after the dissertation and related publications are complete. Sharing allows researchers and industry stakeholders to understand ethical leadership’s impact on employee well-being, engagement, and turnover.



Data will be fully anonymised, with metadata and a data dictionary to support ethical and accurate use. No updates are planned, and the dataset will be open access at no cost. Potential obstacles, such as ensuring anonymity and contextual understanding, will be managed through clear documentation and aggregated reporting.





		10

		Copyright and intellectual property ownership



		· Who will own the copyright and Intellectual Property Rights (IPR) of any new data that you will generate?





The principal researcher (Sara Zahedi), as part of her academic work at UWTSD, will own the copyright and intellectual property rights (IPR) of any new data generated during this research. However, the university may hold certain rights to use or archive the data in accordance with UWTSD policies on student research outputs.



Participants will not retain rights over the data they provide, as all responses are anonymised and aggregated, but they will be acknowledged in accordance with ethical guidelines if applicable.





		11

		Resources



		· What resources will you require to deliver your plan?

· Costs of storage – why are these appropriate? 

· How will these be met? (costs related to long term storage will be normally permitted by funders providing these are fully justified and relate to the project)





The research requires a computer with SPSS, a secure internet, an online survey platform, and encrypted storage for data. Storage costs are minimal and justified to ensure security, confidentiality, and long-term preservation of anonymised data. All costs will be covered by the researcher or university resources, meeting ethical and institutional standards.









SECTION Q: Risk Assessment 



		
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 



If you have completed a full risk assessment (for example, as required by a laboratory, or external research collaborator) you may append that to this form.  



		1

		Full risk assessment completed and appended? 

		YES

		NO



		[bookmark: _Hlk152919011]

		

		☐

		☒



		Risks to participants, researchers, and the University 



		2

		Social risks: disclosures that could affect participants' standing in the community, in their family, and their job.

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?





		3

		Legal risks: activities that could result in the participant, researchers and / or University committing an offence; activities that might lead to a participant disclosing criminal activity to a researcher which would necessitate reporting to enforcement authorities; activities that could result in a civil claim for compensation

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?





		4

		Economic harm: financial harm to participant, researcher and / or University through disclosure or other event.

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?







		5

		Reputational risk: damage to public perception of University or the University / researchers’ reputation in the eyes of funders, the research community and / or the general public.

		YES

		NO



		

		

		☐

		☒



		Risk:







(this box should expand as you type)

		How will you address any risks?









		6

		Safeguarding risks:  Risk to young people, vulnerable adults and / or researcher from improper behaviour, abuse or exploitation. Risk to researcher of being in a comprising situation, in which there might be accusations of improper behaviour.

		YES

		NO



		

		

		☐

		☒



		Risk:







(this box should expand as you type)

		How will you address any risks?









		7

		Sensitive, embarrassing or upsetting topics. If research activity may include sensitive, embarrassing or upsetting topics or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities.  

		YES

		NO



		

		

		☐

		☒



		







(this box should expand as you type)



		

		Health and safety risks



		8

		Location hazards: for example: fire; visiting or working in participant’s homes; working in remote locations and in high crime areas; overseas travel; hot, cold or extreme weather conditions; working on or by water. Also hazardous work locations, such as construction sites, confined spaces, roofs or laboratories. For overseas travel, researchers will need to check country / city specific information, travel health requirements and consider emergency arrangements as part of their research planning. In all cases the University’s International Travel Policy must be followed.

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?









		9

		Activity hazards: for example: potentially mentally harmful activities; distressing and stressful work and content; driving; tripping, or slipping; falling from height; physically demanding work; lifting, carrying, pushing and pulling loads; night time and weekend working.

		YES

		NO



		

		

		☐

		☒



		Risk:







(this box should expand as you type)

		How will you address any risks?







		10

		Machinery and equipment: for example: ergonomic hazards, including computer workstations and equipment; contact with electricity; contact with moving, rotating, ejecting or cutting parts in machinery and instruments; accidental release of energy from machines and instruments.

		YES

		NO



		

		

		☐

		☒



		Risk:







(this box should expand as you type)

		How will you address any risks?





		11

		Chemicals and other hazardous substances: the use, production, storage, waste, transportation and accidental release of chemicals and hazardous substances; flammable, dangerous and explosive substances; asphyxiating gases; allergens; biological agents, blood and blood products. 

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?









		12

		Physical agents: for example: excessive noise exposure, hand-arm vibration and whole body vibration; ionising radiation; lasers; artificial optical radiation and electromagnetic fields

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?







		13

		Environmental risks: for example: accidental spillage of pollutants, damage to local ecosystems

		YES

		NO



		

		

		☐

		☒



		Risk:





(this box should expand as you type)

		How will you address any risks?













SECTION R: Disclosure and Barring Service



		Disclosure and Barring Service



		1

		If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.

		YES



		NO



		N/A





		

		Does your research require you to hold a current DBS Certificate?

		☐

		☒

		☐



		2

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

		









[bookmark: SEX_S]SECTION S: Declaration

		The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.



In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Policy which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 





		1

		Name of applicant

		Sara Zahedi



		2

		Electronic or written signature of applicant:

		Sara Zahedi



		3

		Date

		03.11.2025



		4

		Name of Director of Studies

		Rebecca Francies Davies



		5

		Electronic or written signature of Director of Studies:

		



		6

		Date

		







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

		1

		☒

		I have read the guidance notes supplied before completing the form.



		2

		☒

		I have completed all relevant sections of the form in full.



		3

		☐

		I have attached a copy of the Participant Information Sheet (PIS) or Consent Form



		4

		☐

		I have attached a completed copy of the Trusted Research and Innovation Checklist (where applicable)



		5

		☐

		I have attached a full risk assessment (where appropriate) 



		6

		☒

		I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice



		7

		☒

		I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Data Management Policy



		8

		☒

		I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Export Control Policy



		9

		☒

		I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Open Access Research Policy



		10

		I have completed the following appendices:

		1

		☐

		2

		☐

		3

		☐

		4

		☐



		

		

		5

		☐

		6

		☐

		7

		☐

		8

		☐







		

All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.














[bookmark: APP_1]APPENDIX 1 – Grant or Contract Funding



		A1.1

		Has your research been awarded external funding?

		YES

		☐

		NO

		☒



		A1.2

		Have you applied for funding / awaiting decision?

		YES

		☐

		NO

		☒



		A1.3

		Are you intending to apply for funding?

		YES

		☐

		NO

		☒



		A1.4

		[bookmark: _Hlk152243903]Funding Body

		



		A1.5

		Lead institution (grant holder)

		



		A1.6

		If awarded, grant reference

		



		A1.7

		If awarded, grant value

		



		A1.8

		If awarded, start date and duration

		







		

		

		

		

		





		Return to the main form












[bookmark: APP_2]APPENDIX 2: External Collaborative Research Activity



		INSTITUTION 1                        



		[bookmark: _Hlk152247185]A2.1

		Name

		





		A2.2

		Researcher name and position 

		





		A2.3

		Role in project (e.g. co-investigator)

		





		A2.4

		Contact e-mail address

		





		A2.5

		External Ethical Approval

Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 

		Obtained?

		YES

		NO

		PENDING



		

		

		

		☐

		☐

		☐



		[bookmark: _Hlk152841402]

		

		









		INSTITUTION 2                      



		A2.6

		Name

		





		A2.7

		Researcher name and position 

		





		A2.8

		Role in project (e.g. co-investigator)

		





		A2.9

		Contact e-mail address

		





		A2.10

		External Ethical Approval

Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 

		Obtained?

		YES

		NO

		PENDING



		

		

		

		☐

		☐

		☐



		

		

		









		INSTITUTION 3                       



		A2.11

		Name

		





		A2.12

		Researcher name and position 

		





		A2.13

		Role in project (e.g. co-investigator)

		





		A2.14

		Contact e-mail address

		





		A2.15

		External Ethical Approval

Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 

		Obtained?

		YES

		NO

		PENDING



		

		

		

		☐

		☐

		☐



		

		

		









Add additional collaborators as needed



		

		

		

		

		





		Return to the main form





[bookmark: APP_3]




APPENDIX 3: Research Undertaken Outside of the UK



		A3.1

		Research activity outside of the UK

If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. Describe the measures you have taken to comply with these and provide evidence of approvals etc. If you live in the country where you will do the research then please state this. If you have a local research supervisor or research advisor then please give their contact details here.



		







(this box should expand as you type)



		A3.2

		Responsible Research and Innovation

If research is taking place overseas please refer to the UWTSD Trusted Research and Innovation Policy and complete the Trusted Research and Innovation Checklist and submit it with this form.



		A3.3

		Confirm that you have read the Trusted Research and Innovation Policy

		☐







		If you are a postgraduate research student working with a research supervisor or research advisor at your local university then you do not need to fill in any more sections of this appendix.

If you are working in a research collaboration with an overseas partner please complete the remaining sections of this appendix.

		Return to the main form





[bookmark: _Hlk160779412]

		Organisational Details



		A3.4

		Name of Organisation 



		



		A3.5

		Country where organisation is based:



		



		A3.6

		Registration number and name of registration body (examples of relevant registration bodies are government, tax, corporation, charity, educational authority):



		



(this box should expand as you type)



		A3.7

		What is the legal status of the organisation? (for example: public university, private university, charity, private company, non-profit making company, government research organisation, independent research organisation) Please include the date of foundation. Note: We may be required to ask for evidence of this at a later stage.



		



(this box should expand as you type)



		A3.8

		Is your organisation affiliated to any other organisation? (i.e. is the organisation legally part of a larger organisation or a group of larger organisations).



		



(this box should expand as you type)



		A3.9

		Name(s) of investigators in the organisation who will be responsible for the collaborative research and innovation 



		



(this box should expand as you type)









		About New Partners



		A3.10

		Why does a partner want to work with you?



		



(this box should expand as you type)



		A3.11

		What are they expecting in return for their financial support or involvement?



		



(this box should expand as you type)





		A3.12

		Is the organisation associated with a country which may be viewed as hostile to the UK or one which has different democratic and ethical values from our own? If you have ticked YES, please briefly describe below how you will maintain the UK’s democratic and ethical values within the research.

		YES

		NO



		

		

		☐

		☐



		





(this box should expand as you type)



		A3.13

		Has due diligence into the partner identified any involvement in research on behalf of the military or police with links to a hostile state? If you have ticked YES, please summarise below how you will prevent information from this research from being released to these organisations.

		YES

		NO



		

		

		☐

		☐



		





(this box should expand as you type)



		A3.14

		Set within the context of any information gained from due diligence, could your research be misused or have unintended applications which would be negative? If you have ticked YES, please summarise below how this might occur.

		YES

		NO



		

		

		☐

		☐



		





(this box should expand as you type)



		A3.15

		Are there any legal, regulatory or university policy constraints on undertaking your research with this partner? If you have ticked YES, please summarise these below.

		YES

		NO



		

		

		☐

		☐



		





(this box should expand as you type)



		A3.16

		Having considered the answers to questions A3.10-A3.15, are there potential reputational or ethical risks to you or the university? If you have ticked YES, please summarise these risks below.

		YES

		NO



		

		

		☐

		☐



		





(this box should expand as you type)









		About Research Relationships

		YES

		NO



		A3.17

		Are the terms of any proposed Memorandum of Understanding (MoU) in keeping with the expectations of your department and university?

		☐

		☐



		A3.18

		Are you providing existing intellectual property (IP), research data, confidential or personally identifiable data to the project? If so, how is this going to be protected?

		☐

		☐





		





(this box should expand as you type)



		A3.19

		Who will own any IP that is generated?



		



(this box should expand as you type)



		A3.20

		What plans do you have in place for protecting the resulting IP?



		



(this box should expand as you type)



		A3.21

		What contractual requirements are you able to put in place to protect the interests of your academic institutions?



		



(this box should expand as you type)



		A3.22

		What access will the research partner have to your IT network? If they do have access, what broader visibility might this provide?



		



(this box should expand as you type)



		A3.23

		Is there any physical separation or protection required between research in similar fields?



		



(this box should expand as you type)









		About Existing Partners



		A3.24

		Would proceeding with the research raise potential conflicts of interest with existing research partners? If you have ticked YES, please explain these conflicts below.

		YES

		NO



		

		

		☐

		☐



		





(this box should expand as you type)



		A3.25

		Have you spoken with your existing partners about any potential conflict of interest? If you have ticked YES, please briefly summarise their response(s) below.

		YES

		NO



		

		

		☐

		☐



		





(this box should expand as you type)



		A3.26

		Does any non-disclosure agreement for this project include an expectation that you will need to provide visibility to existing partners? If you have ticked YES, please explain below how this will be managed.

		YES

		NO



		

		

		☐

		☐



		





(this box should expand as you type)



		A3.27

		Will this research breach any existing contractual agreements that you, your department or university already have? If you have ticked YES, please explain below how this will be managed.

		YES

		NO



		

		

		☐

		☐





		





(this box should expand as you type)







		

		

		

		

		





		Return to the main form










[bookmark: APP_4]APPENDIX 4: Research with Vulnerable People



		Will the research involve data processing involving the following data subjects:

		YES

		NO



		A4.1

		Children under 16

		☐

		☐



		A4.2

		Adults with learning disabilities

		☐

		☐



		A4.3

		Adults with other forms of mental incapacity or mental illness

		☐

		☐



		A4.4

		Adults in emergency situations

		☐

		☐



		A4.5

		Prisoners or young offenders

		☐

		☐



		A4.6

		Those who could be considered to have a particularly dependent relationship with the investigator, e.g. members of staff, students

		☐

		☐



		A4.7

		People who have not given their explicit consent to participate in the project

		☐

		☐



		A4.8

		People engaged in illegal activities

		☐

		☐



		A4.9

		Any other people who can be considered vulnerable in the context of this project

		☐

		☐



		Please justify the inclusion of the above people (if applicable), explaining why the research cannot be conducted on non-vulnerable people.



		A4.10

		







(this box should expand as you type)



		Please give details of extra steps taken to assure the protection of vulnerable people participating in the research.  You should describe any arrangements to be made for obtaining consent from a legal representative.



		A4.11

		







(this box should expand as you type)



		It is the researcher’s responsibility to check whether a DBS check (or equivalent) is required and to obtain one if it is needed. Please confirm:



		A4.12

		DBS Check required? 

		YES

		NO



		

		

		☐

		☐



		A4.13

		DBS certificate obtained? 

		YES

		NO

		N/A



		

		

		☐

		☐

		☐







		

		

		

		

		





		Return to the main form










[bookmark: APP_5]APPENDIX 5: Research Involving Animals

		The use of animals in research is tightly governed and monitored by law and by the Home Office, specifically under the Animals (Scientific Procedures) Act 1986 and its accompanying codes of practice and processes. The Act regulates procedures that are carried out on protected animals for scientific or educational purposes that may cause pain, suffering, distress or lasting harm. Under the Act, a protected animal is ‘any living vertebrate, other than man, and any living cephalopod’. The University does not hold a Home Office issued Establishment Licence and therefore researchers must ensure that any proposed work involving animals is either exempt from the Act or falls outside of its scope. Exempted research, for example involving routine veterinary practice or clinical veterinary research, may still require external ethical approval from the Royal Society of Veterinary Surgeons. When undertaking collaborative research involving animals, the UWTSD Research Ethics Committee must be assured that the partner institution(s) conform to the appropriate regulatory framework or legislation, and have approval from their local Research Ethics Committee. Any such work must follow the guidance of the National Centre for the Replacement, Reduction and Refinement of Animals in Research, known as the 3Rs.  In all cases, advise must be sought from INSPIRE for any proposed research involving animals, either at UWTSD, or by research collaborators in partnership with UWTSD. This should be at the very early stages of research design, so that an appropriate due diligence exercise can be undertaken.



		Will the research involve any work with any of the following animals (including observation in their natural habitat)

		YES

		NO



		[bookmark: _Hlk156319509]A5.1

		Any living vertebrates, other than humans?

		☐

		☐



		A5.2

		Any living cephalopods?

		☐

		☐



		A5.3

		[bookmark: _Hlk156462984]Has INSPIRE undertaken an initial due diligence exercise?

		☐

		☐



		A5.4

		[bookmark: _Hlk156464303]Due diligence assessment appended to this application?

		☐

		☐



		Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. 



		[bookmark: _Hlk156464347]A5.5

		



(this box should expand as you type)







		

		

		

		

		





		Return to the main form










[bookmark: APP_6]APPENDIX 6: Research with Staff or Offenders in Prison Establishments and Probation Services 



		Research with staff and/or offenders in prison establishments, the Probation Service or within His Majesty’s Prison and Probation Services requires additional approvals.



		Will the research involve any of the following?

		YES

		NO



		A6.1

		Staff in prison establishments

		☐

		☐



		A6.2

		Offenders in prison establishments

		☐

		☐



		A6.3

		The Probation Service

		☐

		☐



		A6.4

		His Majesty’s Prison and Probation Services

		☐

		☐



		All researchers wanting to conduct research with staff and/or offenders in prison establishments, the Probation Service regions or within HM Prison and Probation Service (HMPPS) Headquarters are required to formally apply for research approval to the HMPPS National Research Committee (NRC). Before doing so, INSPIRE must undertake an initial due diligence exercise. If you have not contacted INSPIRE, please do so immediately. If YES to any of the above, please confirm:



		A6.5

		[bookmark: _Hlk156464314]Has INSPIRE undertaken an initial due diligence exercise?

		☐

		☐



		A6.6

		Have you applied to the HMPPS National Research Committee (NRC)?

		☐

		☐



		A6.7

		Has HMPPS National Research Committee approval been granted? If yes, please append to this application. 

		☐

		☐



		A6.8

		Due diligence assessment appended to this application?

		☐

		☐



		Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. 



		A6.9

		









(this box should expand as you type)







		

		

		

		

		





		Return to the main form










[bookmark: APP_7]APPENDIX 7:  Health and Social Care Research 

		All health and social care research must have a sponsor as defined by the Health Research Authority UK Policy Framework for Health & Social Care.  The University will under no circumstances act as the sponsor of health and social care research (i.e. that which requires approval by a NHS Research Ethics Committee). In all cases, therefore, an appropriate collaborating partner must lead the research.  Any health and social care research therefore requires an initial due diligence exercise, which will be undertaken by INSPIRE. The purpose of the due diligence exercise is to ensure that the University has the capability to undertake the research, either independently or in collaboration with research partners. This will include advice on suitable collaborative arrangements and the appropriate involvement of UWTSD researchers in the proposed research study.  This is likely to apply to the following areas:



		Will the data processing involve:

		YES

		NO



		A7.1

		Participants who have been recruited on the basis of medical and health conditions, life stage or other physical or mental attribute.

		☐

		☐



		A7.2

		Participants who will engage in physical exercise, activity or exertion of any kind, or who use exercise equipment, assistive devices or other apparatus for the purposes of the research study. This includes interventions that are minimally invasive.

		☐

		☐



		A7.3

		Patients and users of the NHS (including NHS patients treated in the private sector).

		☐

		☐



		A7.4

		Individuals identified as potential participants because of their status as relatives or carers of patients and users of the NHS.

		☐

		☐



		A7.5

		Patients who are cared for in private and voluntary sector nursing homes.

		☐

		☐



		A7.6

		Confidential patient information.

		☐

		☐



		A7.7

		Clinical trial of a medicinal product or medical device.

		☐

		☐



		A7.8

		Access to organs or other bodily material of past and present NHS patients, or any material consisting of or containing human cells.

		☐

		☐



		A7.9

		Use of human tissue (including non-NHS sources) where the collection is not covered by a Human Tissue Authority licence.

		☐

		☐



		A7.10

		Foetal material and IVF involving NHS patients.

		☐

		☐



		A7.11

		The recently deceased under NHS care.

		☐

		☐



		A7.12

		NHS staff or premises.

		☐

		☐



		A7.13

		Practising midwives conducting a clinical trial.

		☐

		☐



		A7.14

		Investigational medicinal product.

		☐

		☐



		A7.15

		Medical devices that are not CE-marked or CE-marked medical devices that have been modified or are being used for a new purpose.

		☐

		☐



		A7.16

		Exposure to ionising radiation.

		☐

		☐



		A7.17

		Other health and social care related research.

		☐



		☐





		Please specify 







(this box should expand as you type)

		

		



		Researchers proposing to work on projects involving health and social care research must check whether their study meets the HRA definition of research and whether it should undergo ethics review by a NHS Research Ethics Committee. If you have answered YES to any of questions A7.1-A7.17 then this is likely to be the case and sponsorship by a third party will be required. This can be checked via the Health Research Authority’s Decision Tool : https://www.hra-decisiontools.org.uk/research/  



		A7.18

		Does the research meet the HRA definition of research?

		YES 

		NO

		N/A



		

		

		☐

		☐

		☐



		A7.19

		Is the Research being sponsored by a collaborating partner?

		YES 

		NO

		N/A



		

		

		☐

		☐

		☐



		A7.20

		Has NHS ethics approval been granted?

		YES 

		NO

		N/A



		

		

		☐

		☐

		☐



		A7.21

		Has INSPIRE undertaken an initial due diligence exercise?

		YES 

		NO



		

		

		☐

		☐



		Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. If you have not contacted INSPIRE, please do immediately. 



		A7.22

		









(this box should expand as you type)







		A7.23

		Have you been granted NHS ethical approval?

		YES

		Click to continue to Section R

		NO

		Return to the main form












[bookmark: APP_8]APPENDIX 8: Export Control for Research with Potential Military End Uses

		Export controls apply to the physical, electronic or oral transmission outside the UK of applied research, sensitive technology, software and equipment that could potentially be misused, either directly or indirectly, for military purposes. These legal controls are a serious obligation and UWTSD researchers must actively manage the risks of these being misused to fuel conflict, threaten national security, support terrorism and crime, violate human rights or proliferate Weapons of Mass Destruction.  UWTSD’s Export Control Policy provides a clear six step process to determine if your research is covered by export controls. Please complete the following screening to judge if you need to compete a full export control assessment. If you are in any doubt, then please contact INSPIRE. Any research in UWTSD involving the following high-risk areas must be screened.

Will the research involve:



		Defence

		YES

		NO



		A8.1

		Military equipment and munitions

		☐

		☐



		A8.2

		Defence equipment, including satellites

		☐

		☐



		A8.3

		Technical data, including some border and port information

		☐

		☐



		A8.4

		Dual use research

		☐

		☐



		Materials and Technologies

		YES

		NO



		A8.5

		Nuclear materials, facilities and equipment

		☐

		☐



		A8.6

		Chemicals, microorganisms and toxins

		☐

		☐



		A8.7

		Electronics design, development and production

		☐

		☐



		 A8.8

		Computers

		☐

		☐



		A8.9

		Telecommunications

		☐

		☐



		A8.10

		Sensors and lasers

		☐

		☐



		A8.11

		Navigation and avionics

		☐

		☐



		A8.12

		Marine technology

		☐

		☐



		A8.13

		Composite materials

		☐

		☐



		A8.14

		Aerospace and propulsion

		☐

		☐



		Sensitive Information

		YES

		NO



		A8.15

		Cryptology

		☐

		☐



		A8.16

		Counterterrorism

		☐

		☐



		A8.17

		Counternarcotics

		☐

		☐



		A8.18

		Cyber-related

		☐

		☐



		A8.19

		Non-proliferation

		☐

		☐



		A8.20

		Transnational criminal organisations

		☐

		☐










		Genetic Resources

		YES

		NO



		A8.21

		Genetic material of actual or potential value

		☐

		☐



		A8.22

		Organisms, or parts thereof

		☐

		☐



		A8.23

		Populations (or organisms)

		☐

		☐



		A8.24

		Other biotic components of ecosystems

		☐

		☐



		A8.25

		Domesticated or cultivated species in which the evolutionary process has been influenced by humans

		☐

		☐







		Will you be exporting military or dual-use technology, now or possibly in the future? This information may take many forms, including:

		YES

		NO



		A8.26

		Physical transfer of goods, technologies, material or equipment

		☐

		☐



		A8.27

		Blueprints

		☐

		☐



		A8.28

		Plans

		☐

		☐



		A8.29

		Diagrams

		☐

		☐



		A8.30

		Models

		☐

		☐



		A8.31

		Formulae

		☐

		☐



		A8.32

		Tables

		☐

		☐



		A8.33

		Engineering designs and specifications

		☐

		☐



		A8.34

		Manuals and instructions

		☐

		☐



		A8.35

		Software

		☐

		☐



		A8.36

		Know-how

		☐

		☐







		Will your project transfer technology using any of the following physical methods?

		YES

		NO



		A8.37

		USB flash drives

		☐

		☐



		A8.38

		Portable hard drives

		☐

		☐



		A8.39

		Laptops

		☐

		☐



		A8.40

		Tablets

		☐

		☐



		A8.41

		Intangible forms by using electronic media, such as email, phone storage and cloud file sharing

		☐

		☐



		A8.42

		Physical exports

		☐

		☐







		Will your project involve any of the following?

		YES

		NO



		A8.43

		Oral transfer by phone or videoconferencing or presentations

		☐

		☐



		A8.44

		Travelling overseas for any purpose, while unintendingly carrying any of the above.

		☐

		☐



		A8.45

		Will you be hosting foreign visitors?

		☐

		☐










		If you answer YES to any of questions A8,1-A8.45 then you should complete a full export control assessment and append that to this application. Before doing this please contact INSPIRE who will advise further.

		YES

		NO



		A8.46

		Full export control assessment required?

		☐



		☐





		A8.47

		Full export control assessment completed?

		☐



		☐





		A8.48

		Full export control assessment appended?

		☐



		☐









		

		

		

		

		





		Return to the main form







2



image1.jpeg

S ] Prifysgol Cymru
N{ ¥ Drindod Dew Sant

2" University of Wales
Trinity Baint David







image50.jpeg
Prifysgol Cymru

Y Drindod Dewi Sant

University of Wales PG2 FORM
Trinity Saint David
APPLICATION FOR ETHICAL APPROVAL
SECTION A: About You (Lead Researcher)
1 Full Name: Sara Zahedi
Tick all boxes that apply: Member of staff: a gﬁ(r;:rlary les=aich O
2 :
Taught Postgraduate Postgraduate
UnGlegrer VD Silvetan g Student = Research Student o
3 Institute/Academic
Discipline/Centre: University of Wales Trinity Saint David
4 Campus: Swanses
D || Sl ety 2413741@student.uwtsd.ac.uk
6 Contact Telephone Number: 07557 899 597
7 Project Title The Impact of Ethical Leadership on Employee Well-Being,
) Work Engagement, and Turnover Intention: A Study in the
Hospitality Sectors in the UK
8 Proposed Start Date £8.07.2025 | Proposed End Date 12.12.2025
For students:
9 Student Number: 2413741
10 | Programme of Study: MBA
11 | Director of Studies/Supervisor: | Rebecca Francies Davies
SECTION B: Grant or Contract Funding
Has your research been awarded, Click to o
1 applied for, or intend to apply for external | YES continue to NO Cﬁ:::\::ctt?;:e
funding? Appendix 1
2 | Have you completed Appendix 1? YES (m] NO O
SECTION C: Internal and External Ethical Guidance Materials
Ethical Guidance Documents
Please list the core ethical guidance documents that have been referred to during the completion of this
form (including any discipline-specific codes of research ethics, location-specific codes of research
ethics, and any specific ethical guidance relating to the proposed methodology). Please tick to confirm
that your research proposal adheres to these codes and guidelines. You may add rows to this table if
needed.
1 UWTSD Research Ethics & Integrity Policy X
2 UWTSD Research Data Management Policy X
3 UWTSD Open Access Publications Policy X





image51.emf
sarah_zahedi_thesis .sav


sarah_zahedi_thesis.sav

image52.emf
sarah_zahedi_surve y_responses.csv


sarah_zahedi_survey_responses.csv
sarah_zahedi_survey_responses

		Timestamp		  I confirm that I am over 18, currently employed in the hospitality industry, and voluntarily agree to take part in this survey.  		What is your gender?		What is your age group?		What is your current position?		  How many years have you worked in the hospitality industry?  		  Which type of organisation do you work in?  		  My manager listens to what employees have to say.  		  How often does your manager genuinely consider employee feedback when making decisions?  		My manager makes fair and balanced decisions. 		My manager can be trusted. 		  How much do you trust your manager to act in employeesâ€™ best interests?  		My manager discusses business ethics or values with employees. 		  â€œMy manager provides the work rota/shifts with sufficient notice, allowing employees to plan their time effectively.â€�  		  How much advance notice do you usually receive for your work rota or shifts?  		  â€œMy manager ensures that the number of hours I work is fair and reasonable.â€�  		  How satisfied are you with the fairness of your working hours?  		  â€œI believe my manager supports fair pay practices, including compliance with the National Living Wage.â€�  		I feel cheerful and in good spirits at work. 		I feel calm and relaxed during my working hours. 		  How often do you feel calm and relaxed while working?  		I feel active and energetic in my role. 		I feel interested and engaged in my daily work. 		  How often do you feel fully engaged and interested in your work?  		I feel that my job contributes positively to my overall well-being. 		  How much do you agree that your job supports your overall well-being?  		I am enthusiastic about my job. 		I feel proud of the work that I do. 		I am resilient in facing challenges at work. 		Time flies when I am working. 		I am inspired by my work. 		I feel happy when I am working intensely. 		I often think about quitting my job. 		I will probably look for a new job in the next year. 		  How likely are you to search for a new job within the next year?  		I intend to leave this organisation as soon as I find a better job.		  How strong is your intention to leave your current organisation?  		Please share any additional thoughts on how leadership and management style affect your motivation and experience at work.

		2025/11/12 8:46:12 PM GMT+1		Yes		Female		25-34		assistant 		Less than 1 year		Restaurant		5		Always		5		5		Always		5		5		On the same day		5		Very Satisfied		5		5		5		Always		5		5		Always		5		Strongly Disagree		1		1		5		5		5		5		5		5		Very Likely		5		Very Strong

		2025/11/12 8:59:33 PM GMT+1		Yes		Female		35-44		Guest experience expert		4-7 years		Hotel		3		Rarely		3		3		Rarely		2		3		About one week in advance		3		Dissatisfied		1		2		2		Rarely		3		2		Rarely		2		Disagree		2		2		3		3		2		2		5		4		Likely		5		Strong		Favoritism and unfairness

		2025/11/12 9:10:48 PM GMT+1		Yes		Female		35-44		Receptionist 		4-7 years		Hotel		4		Often		4		3		Often		4		3		About one week in advance		4		Satisfied		3		4		4		Often		5		5		Always		4		Mostly Agree		4		5		4		3		4		4		1		1		Very Unlikely		1		Very Weak

		2025/11/12 9:15:57 PM GMT+1		Yes		Male		18-24		Manager				Restaurant		5		Always		5		4		Always		5		5		About one week in advance		5		Satisfied		5		5		5		Always		5		5		Always		5		Mostly Agree		5		5		5		5		5		5		2		4		Very Likely		5		Very Strong		Good

		2025/11/12 9:16:31 PM GMT+1		Yes		Male		25-34		Team member 		1-3 years		Restaurant		3		Sometimes		3		4		Sometimes		1		5		More than two weeks in advance		5		Very Satisfied		5		4		4		Sometimes		5		4		Always		4		Mostly Agree		5		5		5		5		5		5		4		5		Neutral		5		Weak		N/A

		2025/11/12 10:04:31 PM GMT+1		Yes		Male		35-44		Kitchen assistant 		Less than 1 year		Hotel		2		Often		3		4		Often		3		4		About one week in advance		3		Satisfied		4		3		4		Sometimes		4		4		Often		3		Neutral		4		3		3		4		3		3		3		4		Likely		3		Weak

		2025/11/12 10:42:17 PM GMT+1		Yes		Male		45-54		Maintenance 		8+ years		Others		5		Often		5		5		Always		5		5		More than two weeks in advance		5		Very Satisfied		5		5		5		Often		5		5		Often		5		Mostly Agree		4		5		5		4		5		4		1		1		Very Unlikely		2		Very Weak		Teamwork is very important to me, including managing the work. lf I have that and l like what I do and it's challenging, then I'm always motivated. 


		2025/11/12 11:42:15 PM GMT+1		No

		2025/11/13 2:57:35 AM GMT+1		Yes		Female		45-54		Accounting 		Less than 1 year		Restaurant		4		Often		4		4		Often		4		2		A few days in advance		4		Neutral		3		4		3		Often		5		5		Always		4		Neutral		4		5		5		5		4		4		1		1		Unlikely		3		Weak		How a leader acts really affects my motivation. When I receive feedback from my manager, I feel listened to, supported, and trusted. This makes me feel valued and helps me perform better. With a good leader, the team becomes friendly and supportive. But if a leader is too strict or ignores the teamâ€™s interests, I lose motivation. Good leadership inspires me to do my best and stay with the team.

		2025/11/13 6:25:08 AM GMT+1		Yes		Male		25-34		Executive		1-3 years		Hotel		5		Sometimes		5		5		Sometimes		5		5		A few days in advance		5		Neutral		5		5		3		Sometimes		5		5		Sometimes		5		Completely Agree		1		4		4		4		3		4		3		4		Likely		5		Moderate

		2025/11/13 2:39:24 PM GMT+1		Yes		Male		18-24		Apprentice 		Less than 1 year		Bar		5		Always		5		5		Always		5		5		On the same day		4		Neutral		5		5		4		Often		5		5		Always		4		Completely Agree		5		5		5		5		4		3		4		3		Unlikely		2		Very Weak

		2025/11/13 8:04:50 PM GMT+1		Yes		Female		25-34		Customer service 		Less than 1 year		Bar		4		Sometimes		3		5		Often		3		2		One day in advance		4		Satisfied		5		4		4		Often		4		4		Often		4		Mostly Agree		5		5		4		3		4		5		3		1		Unlikely		3		Weak		By being more communicative and listening to the concerns of workers.

		2025/11/14 10:08:14 PM GMT+1		Yes		Female		25-34		Supervisor 		1-3 years		Restaurant		4		Rarely		3		4		Sometimes		5		4		About one week in advance		4		Satisfied		5		3		3		Sometimes		4		5		Always		1		Strongly Disagree		5		5		4		4		1		3		5		5		Very Likely		5		Very Strong		Empathetic managers are often motivational to me, along with little bit of flexibility in their attitude towards the staff.

		2025/11/16 7:55:30 PM GMT+1		Yes		Female		55+		Retired		Less than 1 year		Others		2		Rarely		3		3		Sometimes		1		1		About one week in advance		4		Satisfied		5		4		3		Often		4		4		Sometimes		4		Mostly Agree		3		3		4		3		2		4		2		3		Likely		5		Very Strong		We were just workers and knew nothing about the whole business. It would have helped to understand 

		2025/11/17 9:41:48 PM GMT+1		Yes		Female		35-44		Receptionist		Less than 1 year		Hotel		4		Often		4		4		Often		3		2		One day in advance		4		Very Satisfied		3		4		4		Sometimes		4		4		Often		3		Neutral		4		4		4		4		4		3		1		4		Likely		3		Moderate		Friendly and engaging management style plays a crucial role in my motivation and experience at work. Giving me responsibility and authority make me motivated. 

		2025/11/18 10:25:07 AM GMT+1		Yes		Male		45-54		Hotel Manager		8+ years		Hotel		5		Always		4		5		Always		4		4		A few days in advance		5		Satisfied		5		5		5		Always		5		5		Always		5		Completely Agree		5		5		4		5		5		4		1		1		Very Unlikely		1		Very Weak		Leadership and management style strongly influence my motivation. When leaders are supportive, fair, and communicate clearly, I feel valued and engaged. But when communication is poor or leadership is overly controlling, my motivation and overall work experience decrease.

		2025/11/18 10:38:46 AM GMT+1		Yes		Male		45-54		Manager assistant		1-3 years		Hotel		3		Sometimes		3		4		Often		2		2		One day in advance		3		Dissatisfied		3		3		2		Rarely		3		3		Sometimes		3		Neutral		4		4		3		3		4		2		3		4		Likely		4		Moderate		Leadership and management style affect my motivation a lotâ€”mostly in negative ways. When decisions are made without explanation and the workload keeps increasing without support, it becomes hard to stay motivated. Inconsistent communication and last-minute changes make the job more stressful than it needs to be. I try to do my best, but the lack of recognition and clear direction often leaves me feeling undervalued and frustrated in my role.

		2025/11/18 10:41:36 AM GMT+1		Yes		Female		25-34		Barista		1-3 years		Bar		3		Sometimes		3		4		Sometimes		1		2		A few days in advance		3		Satisfied		3		4		4		Often		5		5		Often		3		Neutral		4		5		5		3		4		1		2		2		Unlikely		4		Weak		When management is disorganized and doesnâ€™t communicate clearly, it makes my shifts stressful and really lowers my motivation behind the bar.

		2025/11/18 10:57:32 AM GMT+1		Yes		Female		25-34		Others		1-3 years		Restaurant		2		Rarely		2		2		Rarely		2		2		One day in advance		3		Dissatisfied		2		3		2		Rarely		2		3		Sometimes		2		Neutral		3		2		3		3		3		1		4		4		Likely		4		Strong

		2025/11/18 11:01:30 AM GMT+1		Yes		Male		35-44		Chef		4-7 years		Restaurant		3		Sometimes		2		3		Sometimes		2		3		A few days in advance		2		Dissatisfied		3		3		2		Sometimes		3		4		Sometimes		3		Disagree		3		4		4		3		4		3		3		3		Neutral		3		Moderate

		2025/11/18 11:52:23 AM GMT+1		Yes		Female		18-24		Housekeeper		Less than 1 year		Hotel		4		Often		4		5		Always		2		3		A few days in advance		3		Neutral		3		4		4		Often		4		4		Often		3		Neutral		4		4		3		4		3		1		3		2		Unlikely		3		Weak

		2025/11/18 12:05:19 PM GMT+1		Yes		Male		45-54		Supervisor 		8+ years		Hotel		4		Often		4		5		Always		4		5		More than two weeks in advance		4		Very Satisfied		4		5		4		Often		4		4		Always		5		Completely Agree		5		5		5		4		5		5		1		1		Very Unlikely		1		Very Weak

		2025/11/18 12:10:09 PM GMT+1		Yes		Female		35-44		Receptionist 		1-3 years		Others		3		Sometimes		2		3		Sometimes		4		4		A few days in advance		2		Dissatisfied		3		3		2		Rarely		3		3		Rarely		2		Disagree		2		3		2		2		2		1		3		3		Likely		3		Moderate

		2025/11/18 5:36:41 PM GMT+1		Yes		Female		18-24		Brasserie		Less than 1 year		Hotel		3		Sometimes		3		4		Often		1		1		One day in advance		3		Dissatisfied		3		3		1		Rarely		3		4		Often		2		Disagree		4		5		3		2		3		1		4		4		Likely		4		Strong		Effective communication. 

		2025/11/18 5:42:08 PM GMT+1		Yes		Female		25-34		Front Desk		1-3 years		Hotel		2		Rarely		3		2		Rarely		1		1		One day in advance		1		Dissatisfied		2		2		1		Rarely		2		2		Rarely		2		Disagree		3		5		5		1		4		3		4		5		Very Likely		5		Very Strong		Leadership and management style affect my motivation a lotâ€”when supervisors are disorganized, unclear, or constantly changing instructions, it makes my shifts at the front desk stressful and leaves me feeling unappreciated and unmotivated.

		2025/11/18 5:45:37 PM GMT+1		Yes		Male		35-44		Maintenance		4-7 years		Hotel		4		Often		4		5		Always		3		2		One day in advance		5		Very Satisfied		4		4		5		Always		5		5		Always		4		Mostly Agree		5		5		5		4		5		4		1		2		Unlikely		2		Weak		Good leadership keeps me motivated because clear communication and appreciation make my maintenance work feel valued.

		2025/11/18 5:48:29 PM GMT+1		Yes		Male		35-44		chef		8+ years		Restaurant		3		Sometimes		3		4		Sometimes		2		4		About one week in advance		2		Neutral		4		4		5		Often		5		5		Often		4		Mostly Agree		4		5		4		4		5		2		2		3		Unlikely		4		Moderate		Good leadership keeps me motivated in the kitchen because clear direction and respect help me stay focused and perform my best.

		2025/11/18 5:51:12 PM GMT+1		Yes		Male		45-54		Musician		8+ years		Bar		4		Often		5		5		Always		4		4		More than two weeks in advance		4		Satisfied		5		5		5		Often		5		5		Often		5		Completely Agree		5		5		5		5		5		5		1		1		Very Unlikely		1		Very Weak		Supportive leadership boosts my motivation as a musician because clear guidance and creative freedom help me perform with confidence.

		2025/11/18 5:54:44 PM GMT+1		Yes		Male		18-24		Waiter		Less than 1 year		Restaurant		3		Sometimes		2		3		Sometimes		1		4		A few days in advance		4		Satisfied		4		4		3		Sometimes		4		4		Often		3		Neutral		4		3		4		4		2		1		4		4		Likely		4		Moderate		Good leadership motivates me as a waiter because clear communication and respect make busy shifts feel smoother and more manageable.

		2025/11/18 5:57:21 PM GMT+1		Yes		Female		18-24		Waitress		Less than 1 year		Tourism Service		3		Rarely		3		4		Often		2		2		A few days in advance		2		Dissatisfied		2		3		1		Rarely		4		2		Sometimes		2		Disagree		3		1		3		1		2		1		5		5		Very Likely		5		Very Strong		Good leadership motivates me as a waitress because clear guidance and appreciation make my shifts feel smoother and more positive.

		2025/11/18 6:00:02 PM GMT+1		Yes		Female		45-54		Hotel Owner		8+ years		Hotel		4		Often		4		5		Always		4		3		A few days in advance		4		Satisfied		5		5		4		Often		4		5		Always		4		Mostly Agree		5		5		4		4		5		3		2		1		Very Unlikely		1		Very Weak		When leadership is organised and respectful, it really lifts my mood and helps me enjoy my shifts.

		2025/11/18 9:13:19 PM GMT+1		Yes		Female		25-34		Housekeeping		1-3 years		Hotel		2		Rarely		3		3		Sometimes		2		4		About one week in advance		3		Satisfied		4		3		2		Rarely		3		3		Sometimes		2		Disagree		3		2		4		3		3		2		4		4		Likely		5		Strong

		2025/11/19 9:43:40 AM GMT+1		Yes		Female		25-34		Waitress		1-3 years		Tourism Service		4		Often		4		5		Always		3		4		A few days in advance		5		Very Satisfied		5		4		4		Often		4		4		Often		4		Mostly Agree		5		5		4		4		5		4		1		2		Neutral		1		Very Weak

		2025/11/19 9:50:18 AM GMT+1		Yes		Male		35-44		Bar tender		4-7 years		Bar		4		Often		3		4		Often		2		3		About one week in advance		4		Satisfied		4		4		3		Sometimes		4		4		Sometimes		4		Mostly Agree		4		5		3		4		4		3		2		2		Very Unlikely		1		Weak

		2025/11/19 10:42:13 AM GMT+1		Yes		Prefer not to say		18-24		Barista 		Less than 1 year		Bar		4		Sometimes		4		5		Always		3		4		About one week in advance		2		Satisfied		3		4		4		Often		5		5		Often		4		Mostly Agree		4		5		5		4		5		4		2		2		Neutral		2		Weak

		2025/11/19 10:45:59 AM GMT+1		Yes		Male		55+		Gardener		8+ years		Others		4		Often		4		5		Often		4		5		More than two weeks in advance		4		Very Satisfied		4		5		5		Always		5		5		Always		5		Mostly Agree		5		5		4		5		5		4		1		1		Very Unlikely		1		Very Weak

		2025/11/19 7:23:28 PM GMT+1		Yes		Female		35-44		Front desk		1-3 years		Hotel		4		Often		2		3		Sometimes		2		2		One day in advance		2		Dissatisfied		3		3		2		Rarely		3		4		Often		3		Neutral		3		5		4		2		3		1		4		4		Likely		5		Strong

		2025/11/19 7:30:14 PM GMT+1		Yes		Male		35-44		Security		1-3 years		Hotel		3		Sometimes		4		5		Always		2		1		A few days in advance		2		Very Dissatisfied		3		4		3		Often		5		4		Often		3		Neutral		4		5		4		5		5		5		1		3		Neutral		2		Weak

		2025/11/20 10:45:35 AM GMT+1		Yes		Female		35-44		Waitress 		1-3 years		Hotel		1		Never		2		2		Rarely		1		3		A few days in advance		2		Dissatisfied		2		2		2		Rarely		1		1		Rarely		2		Disagree		2		2		3		2		2		1		5		5		Very Likely		5		Very Strong

		2025/11/20 10:49:47 AM GMT+1		Yes		Female		18-24		Receptionist 		1-3 years		Hotel		4		Sometimes		4		4		Often		3		4		About one week in advance		3		Neutral		3		4		4		Often		4		5		Often		4		Mostly Agree		4		5		4		3		4		4		2		2		Unlikely		2		Weak

		2025/11/20 6:32:21 PM GMT+1		Yes		Male		35-44		Driver		4-7 years		Tourism Service		3		Sometimes		4		4		Often		3		4		About one week in advance		4		Satisfied		3		3		4		Often		4		5		Often		5		Completely Agree		4		5		4		4		4		4		2		2		Neutral		2		Weak

		2025/11/20 6:36:35 PM GMT+1		Yes		Female		45-54		Hosting 		8+ years		Hotel		2		Rarely		3		3		Sometimes		2		3		A few days in advance		2		Dissatisfied		3		3		3		Sometimes		3		3		Sometimes		1		Strongly Disagree		3		3		2		2		2		3		4		3		Neutral		4		Moderate

		2025/11/21 12:12:51 PM GMT+1		Yes		Female		45-54		Employee 		1-3 years		Tourism Service		5		Always		4		5		Always		4		4		About one week in advance		4		Satisfied		4		5		5		Always		5		5		Always		5		Completely Agree		5		5		4		5		5		4		1		1		Unlikely		1		Very Weak

		2025/11/21 12:17:35 PM GMT+1		Yes		Male		35-44		Guest relation manager		4-7 years		Hotel		5		Always		5		5		Often		5		5		More than two weeks in advance		5		Very Satisfied		5		5		5		Always		5		5		Always		5		Completely Agree		5		5		5		5		5		5		1		1		Very Unlikely		1		Very Weak

		2025/11/22 3:17:57 PM GMT+1		Yes		Male		45-54		Manager		8+ years		Tourism Service		4		Sometimes		3		3		Sometimes		2		1		One day in advance		2		Dissatisfied		3		4		4		Often		4		5		Often		4		Mostly Agree		4		5		5		4		5		4		1		1		Very Unlikely		1		Very Weak

		2025/11/22 8:11:55 PM GMT+1		Yes		Male		35-44		Hotel receptionist 		4-7 years		Hotel		3		Sometimes		2		3		Sometimes		2		4		About one week in advance		2		Dissatisfied		2		3		3		Sometimes		3		3		Sometimes		2		Disagree		4		4		4		2		3		3		4		4		Likely		5		Strong

		2025/11/23 9:09:55 AM GMT+1		Yes		Female		45-54		Spa Owner		8+ years		Hotel		5		Always		5		5		Always		5		5		About one week in advance		5		Very Satisfied		5		5		5		Always		5		5		Always		5		Completely Agree		5		5		5		5		5		5		1		1		Very Unlikely		1		Very Weak

		2025/11/23 9:12:08 AM GMT+1		Yes		Female		35-44		Entertainer		1-3 years		Tourism Service		4		Often		3		4		Often		1		3		A few days in advance		2		Dissatisfied		2		4		4		Often		5		5		Always		4		Mostly Agree		4		5		5		5		5		4		2		4		Likely		3		Moderate

		2025/11/23 9:14:56 AM GMT+1		Yes		Female		18-24		Front Desk		Less than 1 year		Hotel		2		Rarely		3		3		Sometimes		1		2		One day in advance		2		Dissatisfied		3		3		2		Rarely		2		3		Sometimes		2		Disagree		3		4		4		4		3		1		4		4		Likely		4		Strong		The inconsistent, unsupportive management style makes me feel undervalued and stressed, which significantly reduces my motivation to do my best at the front desk.

		2025/11/23 9:17:41 AM GMT+1		Yes		Prefer not to say		18-24		Dancer		1-3 years		Tourism Service		4		Often		5		5		Often		3		4		About one week in advance		4		Satisfied		5		5		5		Always		5		4		Often		5		Completely Agree		5		5		5		5		5		5		1		1		Very Unlikely		1		Very Weak		The positive, encouraging leadership style lifts my energy and confidence every day, making me feel inspired and excitedâ€”just like a happy dancer on stage.

		2025/11/23 5:33:07 PM GMT+1		Yes		Female		18-24		Waitress		Less than 1 year		Restaurant		2		Rarely		1		3		Rarely		1		1		One day in advance		2		Very Dissatisfied		3		3		2		Rarely		2		2		Rarely		2		Disagree		3		2		3		2		1		1		5		4		Very Likely		4		Very Strong

		2025/11/23 7:01:23 PM GMT+1		Yes		Female		25-34		Bar tender		1-3 years		Bar		3		Sometimes		4		5		Always		2		4		A few days in advance		5		Satisfied		4		5		4		Always		4		5		Always		5		Completely Agree		5		5		4		5		5		4		1		2		Very Unlikely		1		Very Weak		Communication is the best policy. 

		2025/11/23 9:13:03 PM GMT+1		Yes		Female		35-44		Chef		4-7 years		Restaurant		1		Rarely		3		3		Rarely		2		4		About one week in advance		4		Satisfied		1		3		2		Rarely		3		3		Rarely		2		Disagree		3		4		5		3		4		1		3		4		Likely		5		Very Strong

		2025/11/23 9:16:06 PM GMT+1		Yes		Female		45-54		General manager		8+ years		Hotel		4		Often		4		5		Always		1		4		A few days in advance		5		Satisfied		5		4		4		Often		5		4		Often		3		Neutral		4		5		5		5		5		2		1		2		Unlikely		3		Weak

		2025/11/23 9:18:43 PM GMT+1		Yes		Female		55+		Cleaner		4-7 years		Hotel		2		Rarely		3		3		Rarely		1		2		One day in advance		3		Neutral		2		3		2		Sometimes		3		3		Sometimes		2		Strongly Disagree		3		4		5		3		3		1		3		3		Neutral		4		Moderate

		2025/11/23 9:21:07 PM GMT+1		Yes		Male		18-24		Waiter		Less than 1 year		Restaurant		1		Never		4		3		Sometimes		1		3		A few days in advance		5		Satisfied		4		4		4		Often		3		3		Sometimes		2		Disagree		4		5		3		4		3		2		1		4		Likely		4		Moderate

		2025/11/23 9:23:31 PM GMT+1		Yes		Male		25-34		Barista		1-3 years		Hotel		5		Always		5		4		Often		4		4		About one week in advance		5		Very Satisfied		5		5		5		Always		5		5		Always		5		Completely Agree		5		5		4		5		5		3		1		1		Very Unlikely		1		Very Weak

		2025/11/23 9:26:08 PM GMT+1		Yes		Male		35-44		Maintenance		8+ years		Hotel		4		Sometimes		4		4		Often		1		2		One day in advance		3		Neutral		3		4		3		Sometimes		4		5		Always		5		Completely Agree		5		5		5		5		5		3		2		2		Unlikely		4		Weak

		2025/11/23 9:28:47 PM GMT+1		Yes		Male		45-54		Marketing manager		8+ years		Hotel		3		Rarely		3		2		Sometimes		2		4		A few days in advance		4		Satisfied		4		3		2		Sometimes		3		3		Sometimes		3		Neutral		4		4		3		2		4		2		2		4		Likely		5		Moderate

		2025/11/23 9:30:55 PM GMT+1		Yes		Male		55+		Restaurant Owner		8+ years		Restaurant		5		Always		5		5		Always		4		5		About one week in advance		5		Very Satisfied		5		5		5		Always		5		5		Always		5		Completely Agree		5		5		5		5		5		4		1		1		Very Unlikely		1		Very Weak

		2025/11/24 11:04:32 AM GMT+1		Yes		Prefer not to say		35-44		Entertainer		4-7 years		Hotel		2		Rarely		3		4		Often		2		4		About one week in advance		3		Dissatisfied		4		4		4		Often		5		5		Always		4		Mostly Agree		5		5		4		4		5		5		2		3		Neutral		4		Weak		The supportive, upbeat management style boosts my enthusiasm and helps me bring my best energy to work, just like an entertainer feeding off a great crowd.

		2025/11/24 11:58:13 AM GMT+1		Yes		Female		18-24		Manager Assistant		1-3 years		Tourism Service		4		Often		4		5		Always		3		4		About one week in advance		5		Very Satisfied		4		5		5		Always		5		5		Always		5		Completely Agree		4		5		5		5		4		5		1		2		Very Unlikely		3		Very Weak		The clear, respectful, and organised leadership style makes my work smooth and motivating, and as an assistant manager, I genuinely feel supported and satisfied in my role.

		2025/11/24 2:01:30 PM GMT+1		Yes		Female		18-24		Waitress 		Less than 1 year		Restaurant		4		Often		4		5		Always		4		5		More than two weeks in advance		4		Very Satisfied		4		5		5		Often		5		5		Always		4		Mostly Agree		5		5		5		5		5		5		1		1		Very Unlikely		1		Very Weak

		2025/11/24 2:05:10 PM GMT+1		Yes		Female		35-44		House keeping		4-7 years		Hotel		2		Rarely		3		2		Rarely		3		4		A few days in advance		2		Dissatisfied		2		2		2		Sometimes		3		2		Sometimes		1		Strongly Disagree		2		1		2		2		2		1		4		4		Likely		4		Strong

		2025/11/24 2:15:55 PM GMT+1		Yes		Female		25-34		Front Desk		4-7 years		Tourism Service		2		Rarely		3		3		Rarely		1		3		A few days in advance		3		Neutral		3		2		3		Sometimes		3		2		Rarely		3		Neutral		3		4		4		2		3		1		3		4		Likely		5		Strong

		2025/11/24 4:38:11 PM GMT+1		Yes		Male		25-34		Employee		1-3 years		Tourism Service		4		Sometimes		4		5		Often		4		4		About one week in advance		4		Satisfied		4		4		4		Often		4		4		Often		4		Mostly Agree		4		4		4		4		4		4		2		2		Neutral		3		Moderate

		2025/11/24 4:41:31 PM GMT+1		Yes		Prefer not to say		45-54		Driver		8+ years		Others		1		Never		2		3		Rarely		2		2		One day in advance		3		Dissatisfied		3		3		3		Sometimes		3		3		Sometimes		2		Disagree		3		3		4		2		3		3		4		4		Likely		4		Strong

		2025/11/24 5:24:25 PM GMT+1		Yes		Male		45-54		Restaurant Owner		8+ years		Restaurant		4		Often		4		4		Often		4		4		More than two weeks in advance		4		Very Satisfied		4		5		4		Often		5		4		Always		5		Completely Agree		5		5		4		5		5		4		1		1		Very Unlikely		1		Very Weak

		2025/11/24 10:29:20 PM GMT+1		Yes		Male		25-34		Barista		4-7 years		Bar		3		Rarely		2		3		Rarely		1		1		On the same day		2		Very Satisfied		2		3		2		Rarely		3		3		Rarely		3		Neutral		2		4		2		3		4		1		5		4		Very Likely		5		Very Strong

		2025/11/24 11:06:20 PM GMT+1		Yes		Male		45-54		Security guard		8+ years		Bar		2		Never		2		3		Never		1		4		About one week in advance		4		Satisfied		4		3		1		Rarely		4		4		Often		2		Disagree		4		5		5		2		4		1		2		3		Likely		5		Strong

		2025/11/24 11:08:46 PM GMT+1		Yes		Male		55+		Chef		8+ years		Restaurant		4		Always		5		4		Always		4		5		More than two weeks in advance		5		Very Satisfied		5		5		5		Often		5		5		Always		5		Completely Agree		5		5		4		4		5		3		1		1		Unlikely		3		Weak

		2025/11/25 7:49:38 AM GMT+1		Yes		Female		18-24		Waitresse		1-3 years		Restaurant		3		Sometimes		1		3		Sometimes		2		2		On the same day		2		Neutral		2		3		4		Sometimes		4		4		Sometimes		4		Mostly Agree		4		4		4		3		3		2		3		3		Neutral		3		Moderate

		2025/11/25 9:47:20 AM GMT+1		Yes		Female		35-44		Receptionist		Less than 1 year		Hotel		4		Often		4		4		Often		5		1		One day in advance		5		Very Satisfied		3		5		5		Always		5		5		Always		5		Completely Agree		4		4		3		3		4		4		3		4		Likely		4		Moderate

		2025/11/25 9:50:39 AM GMT+1		Yes		Male		35-44		Musician		8+ years		Bar		5		Always		4		3		Often		3		5		About one week in advance		5		Very Satisfied		2		4		3		Sometimes		5		5		Always		5		Completely Agree		5		5		4		5		5		4		1		1		Unlikely		4		Weak

		2025/11/25 8:47:29 PM GMT+1		Yes		Female		25-34		Dancer		1-3 years		Tourism Service		2		Rarely		2		1		Never		1		1		A few days in advance		1		Very Dissatisfied		2		2		2		Rarely		3		2		Sometimes		3		Neutral		4		5		4		3		4		3		4		5		Very Likely		5		Very Strong		The dancer feels unappreciated and demotivated due to critical and unsupportive leadership, which negatively affects their work experience despite their passion for dancing.

		2025/11/25 8:57:44 PM GMT+1		Yes		Male		35-44		Musician		4-7 years		Tourism Service		4		Sometimes		2		3		Sometimes		2		2		A few days in advance		3		Neutral		4		4		3		Sometimes		4		5		Often		4		Mostly Agree		4		4		5		4		5		4		2		3		Neutral		4		Weak		The musician feels undervalued and demotivated because management is critical and unsupportive, which diminishes their enjoyment and engagement with their work despite their love for music.

		2025/11/25 10:00:51 PM GMT+1		Yes		Prefer not to say		35-44		Barista		4-7 years		Bar		2		Rarely		3		4		Often		1		2		One day in advance		4		Satisfied		4		4		4		Often		4		4		Often		4		Mostly Agree		4		4		3		2		4		1		2		2		Unlikely		4		Moderate

		2025/11/25 10:03:43 PM GMT+1		Yes		Female		45-54		Housekeeper		4-7 years		Hotel		2		Never		2		1		Never		2		1		One day in advance		2		Very Dissatisfied		3		2		1		Rarely		2		1		Rarely		1		Strongly Disagree		3		4		5		1		3		3		5		5		Very Likely		5		Very Strong		Not being listened is very dismotivating. 

		2025/11/25 10:05:43 PM GMT+1		Yes		Male		35-44		Security guard		1-3 years		Bar		3		Sometimes		2		3		Sometimes		1		5		About one week in advance		4		Satisfied		4		4		3		Sometimes		4		4		Often		4		Mostly Agree		4		5		5		4		5		4		2		3		Neutral		4		Weak

		2025/11/25 10:07:33 PM GMT+1		Yes		Female		18-24		Receptionist		Less than 1 year		Hotel		4		Always		5		4		Often		3		4		A few days in advance		4		Very Satisfied		3		4		4		Often		5		5		Always		5		Completely Agree		5		5		4		4		5		4		1		2		Unlikely		3		Very Weak

		2025/11/26 8:52:13 AM GMT+1		Yes		Female		18-24		Waitress		Less than 1 year		Restaurant		2		Rarely		3		4		Sometimes		1		1		One day in advance		4		Satisfied		4		3		2		Sometimes		4		3		Sometimes		3		Neutral		3		2		3		1		2		1		5		5		Very Likely		5		Very Strong

		2025/11/26 9:21:50 AM GMT+1		Yes		Female		25-34		General Manager		8+ years		Hotel		4		Sometimes		4		3		Sometimes		2		4		More than two weeks in advance		4		Satisfied		4		4		3		Sometimes		4		4		Often		4		Mostly Agree		4		5		4		4		5		4		2		2		Unlikely		4		Weak		Managers who consider themselves as part of the team and cooperate effectively. 

		2025/11/26 9:43:56 AM GMT+1		Yes		Male		18-24		Waiter		Less than 1 year		Restaurant		2		Rarely		3		3		Sometimes		1		1		A few days in advance		2		Neutral		3		2		1		Rarely		3		2		Rarely		1		Strongly Disagree		2		2		3		2		3		2		4		4		Very Likely		5		Very Strong

		2025/11/26 9:46:31 AM GMT+1		Yes		Male		25-34		Porter		1-3 years		Hotel		4		Often		5		4		Often		2		4		More than two weeks in advance		5		Very Satisfied		4		4		3		Sometimes		4		4		Often		4		Mostly Agree		4		4		4		5		5		5		1		1		Very Unlikely		3		Very Weak		My manager listens carefully to employees and understand our needs. This is why I like my role. 

		2025/11/26 9:48:40 AM GMT+1		Yes		Male		25-34		Sales assistant		4-7 years		Tourism Service		4		Often		3		4		Always		5		5		More than two weeks in advance		4		Satisfied		5		4		5		Always		5		5		Always		5		Completely Agree		5		5		4		5		5		5		1		1		Very Likely		3		Very Weak

		2025/11/26 9:51:17 AM GMT+1		Yes		Male		35-44		Chef		8+ years		Restaurant		4		Often		5		4		Always		4		4		About one week in advance		5		Very Satisfied		5		4		3		Often		4		4		Often		5		Completely Agree		5		5		4		5		5		5		1		1		Very Unlikely		2		Very Weak

		2025/11/26 10:00:11 AM GMT+1		Yes		Female		18-24		Private Music Teacher		Less than 1 year		Others		4		Always		5		5		Often		5		5		On the same day		5		Satisfied		5		4		3		Sometimes		4		4		Sometimes		4		Neutral		4		4		4		3		4		3		4		1		Unlikely		1		Strong		I believe that managing employees by a manager ensures order.

		2025/11/26 10:10:12 AM GMT+1		Yes		Female		45-54		Faculty member		4-7 years		Others		4		Often		4		4		Often		4		4		A few days in advance		4		Neutral		3		3		3		Often		4		4		Often		4		Mostly Agree		4		4		4		4		4		4		2		2		Unlikely		1		Weak		Leadership is important for enhancing the peace and productivity of the work environment. Ä°t also fosters a sense of belonging among employees and increases participation in the development of the business. 

		2025/11/26 1:09:07 PM GMT+1		Yes		Female		25-34		Hot plate manager 		4-7 years		Others		4		Often		4		5		Always		4		4		More than two weeks in advance		5		Satisfied		5		3		3		Sometimes		4		4		Often		3		Neutral		4		5		4		5		3		4		3		4		Likely		4		Moderate

		2025/11/26 2:21:28 PM GMT+1		Yes		Female		45-54		House keeping & cafe		1-3 years		Hotel		5		Always		5		5		Always		5		5		A few days in advance		5		Very Satisfied		5		5		5		Always		5		5		Always		5		Completely Agree		5		5		5		5		5		5		1		1		Very Unlikely		1		Very Weak		Everyone works as a team we all class each other as family

		2025/11/26 3:39:42 PM GMT+1		Yes		Female		35-44		Hotel Deputy Manager		8+ years		Hotel		3		Sometimes		4		4		Often		4		5		More than two weeks in advance		5		Satisfied		5		4		3		Sometimes		4		5		Often		4		Mostly Agree		4		4		5		5		5		4		1		2		Unlikely		3		Weak		A good manager should have a good sense of humour and be disciplined as well. 

		2025/11/26 3:42:46 PM GMT+1		Yes		Male		35-44		Food and Beverages		1-3 years		Restaurant		4		Often		3		3		Sometimes		2		2		A few days in advance		3		Dissatisfied		3		4		3		Sometimes		4		4		Often		4		Mostly Agree		5		5		4		3		4		3		3		4		Likely		5		Moderate

		2025/11/26 7:36:33 PM GMT+1		Yes		Male		25-34		Receptionist 		4-7 years		Hotel		3		Sometimes		4		5		Always		3		4		More than two weeks in advance		4		Satisfied		4		5		5		Often		5		5		Often		4		Mostly Agree		5		5		4		5		5		4		1		1		Very Unlikely		2		Weak

		2025/11/27 10:00:45 AM GMT+1		Yes		Female		35-44		Housekeeper 		4-7 years		Hotel		2		Rarely		1		2		Rarely		2		2		On the same day		2		Dissatisfied		3		2		2				2		2		Rarely		1		Strongly Disagree		3		2		2		2		2		2		5		4		Likely		5		Strong

		2025/11/27 10:05:11 AM GMT+1		Yes		Prefer not to say		18-24		Tourist Guide		Less than 1 year		Tourism Service		4		Often		4		5		Often		4		4		More than two weeks in advance		4		Very Satisfied		4		5		5		Always		5		5		Always		5		Completely Agree		5		5		4		4		5		4		1		1		Very Unlikely		1		Very Weak

		2025/11/27 10:20:31 AM GMT+1		Yes		Female		25-34		Spa manager		1-3 years		Others		3		Sometimes		4		5		Often		3		4		About one week in advance		3		Neutral		3		4		5		Always		5		5		Always		5		Completely Agree		5		5		5		3		5		5		2		2		Neutral		3		Weak

		2025/11/27 11:37:44 AM GMT+1		No

		2025/11/27 11:38:29 AM GMT+1		Yes		Female		18-24		Barista 		1-3 years		Hotel		4		Always		4		5		Always		4		5		A few days in advance		4		Satisfied		4		4		4		Often		4		4		Often		3		Neutral		3		3		4		2		2		3		4		4		Very Likely		5		Strong

		2025/11/27 11:41:01 AM GMT+1		Yes		Female		35-44		Receptionist		1-3 years		Hotel		4		Often		4		4		Often		4		3		One day in advance		4		Very Satisfied		4		4		4		Always		5		4		Often		5		Completely Agree		4		5		4		4		4		4		1		2		Neutral		5		Moderate

		2025/11/27 11:41:04 AM GMT+1		Yes		Female		18-24		Barista		Less than 1 year		Hotel		5		Always		5		5		Always		5		5		About one week in advance		5		Very Satisfied		5		5		5		Always		5		5		Always		5		Completely Agree		5		5		5		5		5		5		1		1		Very Unlikely		1		Weak

		2025/11/27 11:54:46 AM GMT+1		Yes		Female		45-54		Cafe		4-7 years		Restaurant		5		Sometimes		2		3		Always		5		3		On the same day		1		Satisfied		1		5		5		Always		1		2		Often		2		Neutral		5		4		2		2		3		4		5		4		Unlikely		3		Strong

		2025/11/27 11:58:35 AM GMT+1		Yes		Female		35-44		Bar tender		Less than 1 year		Bar		5		Rarely		2		3		Sometimes		3		3		A few days in advance		4		Very Satisfied		2		2		3		Sometimes		4		4		Often		3		Mostly Agree		3		2		3		2		2		1		5		2		Likely		4		Moderate

		2025/11/27 12:01:49 PM GMT+1		Yes		Male		45-54		Hotel owner		8+ years		Hotel		4		Often		4		4		Often		5		4		More than two weeks in advance		4		Very Satisfied		5		4		5		Always		5		5		Always		5		Completely Agree		5		4		4		4		5		5		1		1		Very Unlikely		1		Very Weak

		2025/11/27 6:55:37 PM GMT+1		Yes		Female		35-44		Wedding planner		4-7 years		Others		5		Always		4		5		Always		3		4		About one week in advance		4		Satisfied		4		5		5		Always		5		5		Always		5		Completely Agree		5		5		5		4		5		5		2		2		Very Unlikely		2		Weak

		2025/11/27 6:59:16 PM GMT+1		Yes		Male		25-34		Catering assistant 		1-3 years		Others		2		Rarely		3		1		Rarely		2		1		One day in advance		2		Dissatisfied		3		3		3		Sometimes		4		3		Sometimes		2		Disagree		3		2		3		2		3		2		4		4		Likely		4		Strong

		2025/11/29 7:19:08 PM GMT+1		Yes		Female		18-24		Waitress		Less than 1 year		Bar		3		Sometimes		3		3		Sometimes		2		2		One day in advance		3		Satisfied		4		4		4		Often		4		4		Often		4		Mostly Agree		4		5		4		4		5		4		3		2		Neutral		2		Weak		Friendly and cooperative managers.

		2025/11/29 8:26:40 PM GMT+1		Yes		Female		35-44		Front Desk		Less than 1 year		Hotel		5		Often		4		4		Often		4		3		One day in advance		4		Very Satisfied		4		4		4		Often		5		5		Often		5		Completely Agree		4		5		5		5		5		5		1		2		Very Unlikely		2		Weak

		2025/11/30 11:00:06 AM GMT+1		Yes		Male		35-44		Tour manager		1-3 years		Tourism Service		5		Always		4		4		Often		5		4		A few days in advance		4		Neutral		3		4		4		Often		4		4		Often		5		Completely Agree		4		5		5		4		4		4		2		2		Neutral		3		Moderate

		2025/11/30 11:03:54 AM GMT+1		Yes		Male		18-24		Delivery person 		Less than 1 year		Restaurant		2		Rarely		3		2		Rarely		2		1		On the same day		3		Dissatisfied		2		3		2		Rarely		3		3		Sometimes		2		Disagree		3		2		3		2		2		2		4		4		Very Likely		4		Strong

		2026/03/11 12:54:10 PM GMT+1		Yes		Female		35-44		Receptionist		Less than 1 year		Hotel		4		Often		4		4		Often		4		3		One day in advance		4		Satisfied		4		4		4		Often		5		5		Always		5		Mostly Agree		5		5		5		4		5		5		2		2		Neutral		3		Weak		I think management style plays a crucial role in motivating employees and their overall well-being.

		2026/03/11 1:12:52 PM GMT+1		Yes		Male		45-54		Line Manager		8+ years		Hotel		3		Sometimes		4		5		Always		3		4		About one week in advance		4		Satisfied		5		4		3		Sometimes		4		4		Often		4		Mostly Agree		4		4		4		3		4		3		1		2		Very Unlikely		3		Very Weak		As a manager, I believe giving responsibilities to employees and being honest and transparent with them makes the employees become more responsible.

		2026/03/11 4:50:38 PM GMT+1		Yes		Female		35-44		Guest experience expert		4-7 years		Hotel		2		Rarely		2		2		Rarely		2		3		About one week in advance		3		Dissatisfied		3		3		2		Rarely		5		5		Always		3		Disagree		3		5		1		5		4		2		5		5		Very Unlikely		5		Very Strong		Decrease motivation and increased dissatisfaction 

		2026/03/12 8:22:19 AM GMT+1		Yes		Prefer not to say		18-24		Barista		1-3 years		Restaurant		3		Sometimes		3		3		Sometimes		2		3		One day in advance		3		Neutral		3		3		2		Rarely		3		3		Sometimes		2		Disagree		3		2		3		2		2		2		4		4		Likely		5		Strong		Having no direct and active interaction with my manager, makes the job feel boring. 

		2026/03/12 8:36:08 AM GMT+1		Yes		Female		45-54		House keeper		4-7 years		Hotel		5		Always		5		5		Always		5		5		A few days in advance		5		Very Satisfied		5		5		5		Always		5		5		Always		5		Completely Agree		5		5		5		5		5		5		1		1		Very Unlikely		1		Very Weak		I love my job 

		2026/03/12 8:44:42 AM GMT+1		Yes		Female		35-44		Reception and cafe 		1-3 years		Hotel		3		Sometimes		3		3		Sometimes		3		3		A few days in advance		3		Neutral		3		3		3		Sometimes		3		3		Sometimes		3		Neutral		3		4		3		3		3		4		4		3		Neutral		3		Moderate

		2026/03/12 9:51:04 AM GMT+1		Yes		Male		25-34		Manger		1-3 years		Restaurant		4		Often		4		5		Always				4		A few days in advance		4		Neutral		3		4		5		Often		4		3		Often		4		Mostly Agree		4		4		3		5		5		5		2		1		Very Unlikely		1		Very Weak		As a leader you will work hard because the other employees look you if you work they will work as well and the other thing is leader and management you will be responsible for everything 

		2026/03/12 12:33:07 PM GMT+1		Yes		Female		35-44		PA		4-7 years		Hotel		4		Often		4		5		Often		4		5		About one week in advance		5		Very Satisfied		5		5		5		Always		5		4		Often		4		Completely Agree		4		5		5		5		4		3		1		1		Very Unlikely		1		Very Weak

		2026/03/12 2:38:30 PM GMT+1		Yes		Female		55+		Manager		8+ years		Hotel		4		Often		3		5		Always		4		4		About one week in advance		5		Very Satisfied		4		5		5		Always		5		5		Always		5		Completely Agree		5		5		4		4		5		4		1		1		Very Unlikely		2		Weak

		2026/03/12 2:56:11 PM GMT+1		Yes		Female		25-34		Reception		1-3 years		Tourism Service		3		Sometimes		3		3		Sometimes		3		3		About one week in advance		5		Satisfied		5		3		3		Sometimes		3		4		Often		2		Neutral		3		2		5		3		2		3		3		4		Neutral		5		Strong

		2026/03/12 6:04:41 PM GMT+1		Yes		Female		25-34		Bar		Less than 1 year		Bar		5		Rarely		4		5		Rarely		3		2		More than two weeks in advance		2		Neutral		1		1		3		Sometimes		3		2		Often		3		Mostly Agree		4		4		2		3		4		3		4		3		Very Unlikely		3		Weak

		2026/03/12 6:06:52 PM GMT+1		Yes		Male		35-44				Less than 1 year		Tourism Service		1		Never		3		1		Always		4		1		A few days in advance		3		Satisfied		2		1		1		Often		2		2		Always		1		Mostly Agree		2		2		1		2		3		1		2		1		Likely		3		Strong

		2026/03/12 6:09:29 PM GMT+1		Yes		Prefer not to say		55+				Less than 1 year		Others		1		Always		5		5		Never		3		3		A few days in advance		3		Neutral		3		3		4		Often		1		2		Sometimes		4		Disagree		4		3		3		3		3		2		5		3		Likely		3		Strong

		2026/03/12 6:14:56 PM GMT+1		Yes		Prefer not to say		55+				8+ years		Tourism Service		5		Never		4		2		Often		3		3		A few days in advance		4		Very Dissatisfied		2		2		3		Sometimes		2		2		Sometimes		2		Mostly Agree		2		2		2		2		1		2		4		3		Neutral		3		Weak

		2026/03/12 8:54:08 PM GMT+1		Yes		Male		35-44		Chef		4-7 years		Restaurant		2		Rarely		3		4		Often		3		4		About one week in advance		4		Satisfied		3		4		2		Rarely		4		4		Often		3		Neutral		4		5		3		2		4		3		2		3		Neutral		4		Moderate		Proper management motivates employees.

		2026/03/12 11:17:26 PM GMT+1		Yes		Female		18-24		Waitress		Less than 1 year		Bar		4		Often		4		4		Often		5		5		About one week in advance		5		Very Satisfied		3		4		4		Often		5		5		Often		5		Completely Agree		4		5		4		5		4		3		2		3		Unlikely		3		Weak

		2026/03/13 6:56:10 AM GMT+1		Yes		Male		25-34		Barista		1-3 years		Tourism Service		4		Sometimes		3		3		Sometimes		2		4		A few days in advance		4		Satisfied		4		4		2		Rarely		4		4		Often		4		Mostly Agree		4		5		3		2		4		1		3		4		Likely		5		Strong

		2026/03/13 6:59:15 AM GMT+1		Yes		Male		35-44		Line Manager		4-7 years		Tourism Service		4		Sometimes		4		5		Always		2		5		About one week in advance		4		Very Satisfied		5		5		3		Sometimes		4		4		Often		4		Mostly Agree		4		5		4		5		5		3		2		2		Unlikely		3		Weak		Friendly managers who involve employees can make a huge difference. 

		2026/03/13 7:06:48 AM GMT+1		Yes		Female		18-24		Waitress		Less than 1 year		Restaurant		2		Never		3		3		Sometimes		1		4		A few days in advance		4		Satisfied		3		3		2		Rarely		3		3		Rarely		2		Disagree		3		4		4		2		2		1		5		5		Very Likely		5		Very Strong		The lack of communication with my manager, makes me feel dismotivated. It seems everything I do won't be seen and appreciated. 

		2026/03/13 7:09:50 AM GMT+1		Yes		Female		25-34		Receptionist		1-3 years		Hotel		4		Sometimes		4		5		Always		3		5		A few days in advance		5		Very Satisfied		4		4		4		Often		5		5		Always		5		Completely Agree		5		5		4		5		5		3		1		1		Very Unlikely		2		Weak		Giving responsibility and trust to workers is the key. Managers can be a part of team and this is very motivating. 

		2026/03/13 7:17:30 AM GMT+1		Yes		Female		35-44		Housekeeper		1-3 years		Hotel		3		Rarely		3		3		Sometimes		1		4		One day in advance		4		Satisfied		3		3		4		Often		4		4		Often		2		Disagree		3		5		4		4		3		3		4		4		Likely		5		Very Strong		Employers who take employees well -being into consideration will be able to maintain them. 

		2026/03/13 9:28:47 AM GMT+1		Yes		Male		18-24		Bar tender		1-3 years		Bar		4		Often		4		4		Often		4		4		A few days in advance		4		Very Satisfied		4		4		4		Often		5		5		Always		5		Completely Agree		5		5		4		5		5		4		1		1		Very Unlikely		1		Very Weak		My manager allow us to share our thoughts and opinions and he almost always make decisions based on our ideas and suggestions. The business is successful. 

		2026/03/13 10:07:20 AM GMT+1		Yes		Female		55+		Kitchen assistant 		1-3 years		Others		1		Rarely		3		3		Sometimes		1		5		About one week in advance		4		Satisfied		5		4		2		Sometimes		3		3		Sometimes		3		Mostly Agree		3		3		4		3		1		4		2		5		Very Likely		4		Very Strong		It begins with thought out good intentions but is not listening 

		2026/03/13 10:31:24 AM GMT+1		Yes		Male		25-34		Receptionist		1-3 years		Hotel		3		Sometimes		3		3		Sometimes		2		4		A few days in advance		4		Satisfied		3		3		2		Rarely		3		4		Often		4		Mostly Agree		3		4		4		2		3		2		3		3		Neutral		4		Moderate		Team working is important. 

		2026/03/13 12:01:47 PM GMT+1		Yes		Female		18-24		Food & Beverage Assistant		Less than 1 year		Bar		5		Sometimes		5		5		Often		4		5		About one week in advance		5		Very Satisfied		5		4		4		Sometimes		4		5		Often		5		Mostly Agree		4		4		4		4		4		3		1		3		Neutral		2		Weak

		2026/03/13 7:33:59 PM GMT+1		Yes		Male		35-44		Chef assistant		Less than 1 year		Restaurant		4		Often		4		4		Often		5		5		About one week in advance		5		Very Satisfied		4		4		4		Sometimes		4		4		Often		5		Completely Agree		5		5		5		5		5		3		1		2		Very Unlikely		2		Very Weak		To feel engaged and knowing that you are given responsibilities and having freedom to do the job, make me feel satisfied with my work. 

		2026/03/13 7:37:00 PM GMT+1		Yes		Male		45-54		General manager		8+ years		Hotel		5		Always		5		5		Always		5		5		A few days in advance		5		Very Satisfied		5		5		5		Always		5		5		Always		5		Completely Agree		5		5		5		5		5		4		1		1		Very Unlikely		1		Very Weak

		2026/03/13 7:45:12 PM GMT+1		Yes		Male		45-54		Maintenance		4-7 years		Hotel		4		Often		4		4		Often		3		2		One day in advance		4		Satisfied		3		4		3		Sometimes		4		4		Often		4		Mostly Agree		4		5		4		5		5		4		2		2		Neutral		3		Moderate		Managers who involve their employees can motivate them. 

		2026/03/14 5:02:27 PM GMT+1		Yes		Female		35-44		Marketing manager 		4-7 years		Tourism Service		4		Sometimes		5		5		Always		2		5		About one week in advance		5		Very Satisfied		5		5		5		Always		5		5		Always		5		Completely Agree		5		5		4		5		5		4		1		1		Very Unlikely		2		Weak		My general manager always communicate with me and trust me by giving tasks to complete. That is why I like my job and I don't tend to leave. 

		2026/03/14 5:05:34 PM GMT+1		Yes		Female		25-34		Waitress		1-3 years		Restaurant		4		Sometimes		3		5		Often		1		1		One day in advance		3		Neutral		3		4		2		Sometimes		3		3		Rarely		3		Neutral		3		4		2		3		4		1		3		3		Neutral		5		Strong		Employees need to be heard and their opinions should be taken into consideration. 

		2026/03/14 5:13:13 PM GMT+1		Yes		Female		25-34		Receptionist		1-3 years		Hotel		2		Rarely		3		3		Rarely		1		1		One day in advance		2		Neutral		2		2		3		Sometimes		2		3		Rarely		3		Neutral		2		4		3		1		3		1		4		4		Likely		5		Very Strong		The lack of communication with my manager is a big issue. 

		2026/03/14 10:19:13 PM GMT+1		Yes		Prefer not to say		18-24		Bar tender		Less than 1 year		Bar		4		Often		3		4		Often		1		4		A few days in advance		3		Neutral		3		4		2		Never		5		4		Often		5		Completely Agree		5		5		4		4		4		1		2		3		Neutral		4		Moderate

		2026/03/14 11:00:48 PM GMT+1		Yes		Female		35-44		Housekeeper		1-3 years		Hotel		4		Often		4		5		Often		3		4		A few days in advance		5		Very Satisfied		4		4		5		Always		5		5		Always		5		Completely Agree		5		5		3		5		5		3		1		2		Unlikely		3		Very Weak		Friendly and caring management increases the motivation. 

		2026/03/15 8:26:00 AM GMT+1		Yes		Male		35-44		Porter		1-3 years		Hotel		3		Rarely		3		3		Sometimes		1		1		One day in advance		3		Neutral		3		3		2		Sometimes		3		2		Rarely		3		Neutral		3		4		4		2		4		1		4		4		Likely		5		Very Strong

		2026/03/15 1:57:50 PM GMT+1		Yes		Female		45-54		Chef		8+ years		Restaurant		2		Rarely		3		4		Rarely		1		4		A few days in advance		2		Neutral		3		3		2		Sometimes		3		3		Sometimes		3		Neutral		4		5		4		4		4		2		4		4		Likely		5		Strong

		2026/03/15 2:13:20 PM GMT+1		Yes		Female		18-24		Barista/bar staff		1-3 years		Hotel		3		Sometimes		4		4		Often		2		1		A few days in advance		4		Neutral		4		3		1		Rarely		4		2		Often		3		Neutral		2		3		3		2		2		2		4		4		Likely		3		Moderate		Sometimes I feel as though management do not understand or have empathy for my life out of work and other commitments I have when they ask me to stay on without notice etc. I find having a good manager makes me want to work harder for them. If I find they have respect for me I have more respect for them. 

		2026/03/16 8:16:59 AM GMT+1		Yes		Female		35-44		Receptionist		Less than 1 year		Hotel		4		Sometimes		5		5		Often		5		1		One day in advance		5		Very Satisfied		3		5		5		Always		5		5		Always		5		Completely Agree		5		5		4		4		5		5		1		1		Very Unlikely		2		Very Weak		I think managers should consider employees as a team and they should work together. Trust, giving responsibilities, listening to employees'  needs make a huge difference in workplace. 

		2026/03/16 8:20:10 AM GMT+1		Yes		Female		35-44		Supervisor		8+ years		Hotel		4		Often		4		5		Always		3		4		A few days in advance		4		Satisfied		5		4		2		Sometimes		4		4		Often		4		Mostly Agree		4		5		5		4		5		3		2		2		Unlikely		4		Moderate		The lack of communication is a big issue between managers and employees. 

		2026/03/16 6:53:40 PM GMT+1		Yes		Female		18-24		Waitress		Less than 1 year		Bar		4		Often		5		5		Often		3		3		One day in advance		4		Very Satisfied		3		4		4		Often		5		5		Often		5		Completely Agree		4		5		4		4		5		3		1		2		Unlikely		3		Weak

		2026/03/18 6:23:42 AM GMT+1		Yes		Female		35-44		General manager		8+ years		Tourism Service		4		Often		4		4		Often		4		4		About one week in advance		4		Satisfied		4		4		4		Sometimes		4		4		Often		4		Mostly Agree		4		4		3		4		4		3		2		1		Very Unlikely		3		Weak

		2026/03/20 8:18:36 AM GMT+1		Yes		Female		25-34		Chef		4-7 years		Restaurant		4		Often		3		4		Sometimes		2		5		A few days in advance		4		Very Satisfied		5		4		3		Sometimes		4		5		Always		5		Completely Agree		5		5		3		4		5		3		1		1		Unlikely		3		Weak		In my workplace, we have a good relationship with our manager so it's the main important thing for me to maintain my job. 

		2026/03/20 12:27:31 PM GMT+1		Yes		Female		18-24		Waitress		Less than 1 year		Tourism Service		4		Often		5		5		Always		5		4		A few days in advance		5		Very Satisfied		4		4		4		Often		5		4		Often		4		Mostly Agree		4		5		3		4		5		3		2		3		Neutral		3		Weak

		2026/03/22 5:03:03 PM GMT+1		Yes		Male		45-54		Maintenance		8+ years		Tourism Service		3		Rarely		2		3		Sometimes		1		2		One day in advance		4		Satisfied		3		3		2		Rarely		3		4		Sometimes		3		Neutral		4		5		4		2		4		1		4		4		Likely		5		Strong		Proper management could increase the motivation among employees. 

		2026/03/22 5:11:57 PM GMT+1		Yes		Female		35-44		Dancer		4-7 years		Tourism Service		4		Always		4		5		Often		3		5		About one week in advance		4		Satisfied		4		5		5		Always		5		5		Always		5		Completely Agree		5		5		5		5		5		5		1		1		Very Unlikely		1		Very Weak		My manager is very caring, communicative, and a good listener. I think these factors are very important to motivate workers. 

		2026/03/22 5:13:58 PM GMT+1		Yes		Female		18-24		Chef assistant		1-3 years		Restaurant		4		Often		4		5		Always		2		2		One day in advance		4		Very Satisfied		4		4		3		Sometimes		4		4		Often		5		Completely Agree		4		5		5		4		4		4		2		2		Unlikely		2		Weak

		2026/03/24 8:56:55 AM GMT+1		Yes		Female		25-34		Travel Advisor		1-3 years		Tourism Service		3		Sometimes		3		4		Sometimes		2		4		A few days in advance		4		Satisfied		4		4		3		Sometimes		4		4		Often		4		Completely Agree		4		5		4		4		5		3		2		2		Neutral		3		Weak		My motivation at work really depends on how my manager treats me. When they trust me and give me some independence, I feel more confident and willing to take initiative. But when they micromanage everything, I feel stressed and less motivated to do my best.

		2026/03/24 9:00:44 AM GMT+1		Yes		Male		25-34		Sales and Marketing Manager		4-7 years		Tourism Service		4		Often		5		5		Always		4		5		About one week in advance		4		Very Satisfied		5		5		4		Often		5		5		Always		5		Completely Agree		5		5		5		4		5		4		1		1		Very Unlikely		2		Very Weak		A supportive leadership style makes a big difference to my experience. When my manager listens to my ideas and gives constructive feedback, I feel valued. That motivates me to work harder. Without that support, work just feels like a routine task.

		2026/03/24 9:04:12 AM GMT+1		Yes		Prefer not to say		25-34		Entertainer		1-3 years		Tourism Service		4		Often		3		4		Sometimes		2		3		One day in advance		3		Neutral		3		4		3		Sometimes		5		4		Sometimes		4		Mostly Agree		4		5		3		3		4		2		3		3		Neutral		4		Moderate		Iâ€™ve noticed that clear communication from management improves my performance. When expectations are clear, I feel more focused and less anxious. But when instructions are unclear or constantly changing, it becomes frustrating and demotivating.

		2026/03/24 2:08:23 PM GMT+1		Yes		Female		35-44		Bartender		1-3 years		Bar		2		Rarely		3		3		Sometimes		2		4		A few days in advance		3		Satisfied		2		3		2		Rarely		3		3		Sometimes		3		Neutral		3		4		3		4		3		1		4		4		Likely		5		Strong		My motivation at work is highly influenced by leadership style. Supportive and communicative managers increase my engagement and job satisfaction, while overly controlling or unclear management reduces my motivation. I feel more positive and productive when I am trusted, receive feedback, and have opportunities to grow.

		2026/03/24 6:04:24 PM GMT+1		Yes		Female		45-54		Sale marketing manager		8+ years		Hotel		4		Often		4		5		Always		4		4		More than two weeks in advance		4		Very Satisfied		4		4		4		Often		4		5		Always		5		Completely Agree		5		5		4		4		5		3		1		1		Unlikely		2		Weak

		2026/03/24 6:35:17 PM GMT+1		Yes		Male		35-44		Chef		4-7 years		Restaurant		3		Rarely		3		3		Sometimes		2		2		One day in advance		3		Neutral		3		3		2		Rarely		3		2		Rarely		3		Neutral		3		4		2		3		3		1		4		5		Likely		5		Very Strong		My motivation depends on how valued I feel. Supportive managers make me more committed to my role.

		2026/03/24 6:38:05 PM GMT+1		Yes		Prefer not to say		25-34		Barista		4-7 years		Bar		2		Sometimes		3		4		Sometimes		1		2		One day in advance		4		Satisfied		3		3		3		Sometimes		3		3		Rarely		3		Neutral		3		4		3		2		3		2		3		3		Neutral		4		Moderate		My motivation increases when managers are supportive and communicate clearly. Poor leadership reduces my engagement.

		2026/03/24 6:40:32 PM GMT+1		Yes		Female		18-24		Waitress		Less than 1 year		Restaurant		4		Often		4		5		Often		4		5		A few days in advance		5		Very Satisfied		4		4		4		Often		5		5		Always		4		Mostly Agree		4		5		5		5		4		3		2		1		Very Unlikely		3		Weak		I feel more motivated when I am trusted and given autonomy. Micromanagement negatively affects my performance.

		2026/03/24 6:43:00 PM GMT+1		Yes		Male		18-24		Waiter		1-3 years		Hotel		3		Sometimes		4		4		Often		2		4		A few days in advance		3		Satisfied		3		4		3		Sometimes		5		4		Often		4		Completely Agree		5		5		4		5		5		2		2		3		Unlikely		4		Moderate		Positive leadership that recognises effort improves my work experience and job satisfaction.

		2026/03/24 6:48:24 PM GMT+1		Yes		Prefer not to say		18-24		Housekeeper		Less than 1 year		Hotel		4		Often		4		5		Always		3		3		One day in advance		4		Very Satisfied		4		4		5		Always		4		4		Often		4		Mostly Agree		4		5		5		4		5		4		2		2		Unlikely		2		Very Weak		Clear guidance and constructive feedback help me stay motivated and confident at work.

		2026/03/24 6:50:48 PM GMT+1		Yes		Male		25-34		Maintenance 		4-7 years		Tourism Service		2		Rarely		3		4		Sometimes		3		3		One day in advance		4		Satisfied		5		4		3		Sometimes		4		3		Sometimes		4		Mostly Agree		4		5		4		3		4		2		2		3		Unlikely		3		Weak		A respectful and approachable manager creates a better work environment and improves my overall experience.

		2026/03/25 11:48:05 AM GMT+1		Yes		Female		25-34		Receptionist		1-3 years		Restaurant		4		Often		3		5		Always		5		4		A few days in advance		4		Very Satisfied		4		4		3		Sometimes		5		5		Always		5		Completely Agree		4		5		5		5		5		4		2		1		Very Unlikely		2		Very Weak		A supportive leadership style really boosts my motivation. When my manager trusts me to make decisions, I feel more confident and engaged.

		2026/03/26 5:21:36 PM GMT+1		Yes		Female		18-24		Waitress		1-3 years		Bar		2		Rarely		3		3		Rarely		2		3		A few days in advance		3		Neutral		2		3		2		Rarely		3		2		Rarely		2		Disagree		3		4		3		2		3		2		4		5		Very Likely		5		Very Strong		I prefer managers who give clear direction but also encourage creativity. It makes my work feel purposeful and keeps me motivated.

		2026/03/26 5:28:47 PM GMT+1		Yes		Female		25-34		Sale assistant		4-7 years		Others		4		Often		5		5		Always		4		5		About one week in advance		5		Very Satisfied		5		4		3		Sometimes		4		5		Always		4		Mostly Agree		4		5		5		4		5		3		1		2		Unlikely		3		Weak		Ethical and transparent management makes me feel valued. When I see fairness in leadership, my job satisfaction increases.

		2026/03/26 11:02:52 PM GMT+1		Yes		Female		35-44		Chef		4-7 years		Restaurant		3		Sometimes		3		3		Sometimes		2		3		One day in advance		3		Dissatisfied		3		3		3		Sometimes		4		4		Often		3		Neutral		4		5		4		5		5		1		3		3		Neutral		4		Moderate		Autocratic leadership tends to demotivate me. I perform best under leaders who listen and involve the team in decisions.

		2026/03/26 11:07:17 PM GMT+1		Yes		Female		45-54		Housekeeping supervisor		8+ years		Hotel		4		Always		5		5		Often		4		5		About one week in advance		4		Very Satisfied		5		5		4		Sometimes		4		5		Often		5		Completely Agree		5		5		5		4		5		3		1		1		Very Unlikely		3		Very Weak		feel most motivated when my manager recognises my efforts. Even a small appreciation makes a big difference in my experience.

		2026/03/26 11:09:47 PM GMT+1		Yes		Male		18-24		Waiter		1-3 years		Restaurant		3		Rarely		3		3		Sometimes		1		3		One day in advance		2		Dissatisfied		3		2		1		Rarely		3		3		Sometimes		3		Neutral		2		3		2		2		3		3		4		5		Likely		5		Very Strong		A flexible leadership style improves my work-life balance, which directly impacts my motivation and productivity.

		2026/03/26 11:12:51 PM GMT+1		Yes		Male		25-34		Chef assistant		1-3 years		Restaurant		3		Sometimes		4		3		Sometimes		3		4		A few days in advance		4		Satisfied		4		3		2		Rarely		4		4		Often		4		Mostly Agree		4		5		3		4		5		2		3		4		Likely		4		Moderate		Leaders who communicate openly create a positive environment. It reduces stress and helps me stay focused on my tasks.

		2026/03/26 11:16:00 PM GMT+1		Yes		Male		35-44		Porter		1-3 years		Hotel		3		Rarely		3		3		Sometimes		2		1		One day in advance		3		Neutral		3		2		2		Rarely		2		2		Rarely		2		Disagree		3		2		3		1		3		2		4		4		Likely		5		Strong		Poor leadership can quickly lower my morale. Lack of direction makes me feel disconnected from the teamâ€™s goals.

		2026/03/26 11:18:25 PM GMT+1		Yes		Male		45-54		Line Manager 		4-7 years		Tourism Service		3		Sometimes		4		4		Often		2		4		A few days in advance		4		Very Satisfied		4		4		3		Sometimes		4		5		Always		5		Completely Agree		4		5		4		5		5		3		2		3		Unlikely		3		Weak		I enjoy working under leaders who challenge me. It pushes me to grow professionally and keeps me engaged.

		2026/03/26 11:21:50 PM GMT+1		Yes		Male		55+		Hotel Owner		8+ years		Hotel		5		Often		4		4		Often		4		5		A few days in advance		4		Satisfied		5		4		4		Often		4		5		Always		5		Completely Agree		5		5		5		4		4		4		1		1		Very Unlikely		1		Very Weak		Inclusive management styles make me feel respected. When my ideas are heard, I become more committed to my work.

		2026/03/27 9:53:06 AM GMT+1		Yes		Prefer not to say		35-44		Night Porter		4-7 years		Hotel		2		Rarely		2		3		Rarely		1		3		One day in advance		3		Neutral		3		3		3		Sometimes		2		2		Rarely		2		Disagree		2		3		3		1		3		2		3		4		Likely		5		Strong		A calm and understanding manager helps me handle pressure better. It creates a more enjoyable work experience.

		2026/03/27 9:57:27 AM GMT+1		Yes		Female		55+		Manager		8+ years		Restaurant		3		Sometimes		2		4		Often		2		2		One day in advance		2		Neutral		4		4		4		Often		4		5		Always		4		Mostly Agree		5		5		4		4		4		3		2		1		Very Unlikely		2		Very Weak		Inconsistent management styles confuse me. I prefer leaders who are stable and predictable in their approach.

		2026/03/27 10:02:06 AM GMT+1		Yes		Male		25-34		Cleaner		4-7 years		Hotel		3		Sometimes		3		3		Sometimes		2		1		One day in advance		3		Satisfied		3		3		4		Often		3		3		Rarely		2		Disagree		3		4		4		3		3		1		2		3		Neutral		4		Moderate		My motivation increases when leaders set realistic goals. It helps me feel successful instead of overwhelmed.

		2026/03/27 10:16:49 AM GMT+1		Yes		Male		25-34		Mixologist		4-7 years		Bar		4		Often		5		5		Always		4		5		A few days in advance		4		Satisfied		4		4		4		Often		5		5		Always		5		Completely Agree		4		5		5		5		5		5		1		1		Very Unlikely		1		Very Weak		I prefer a collaborative management style. Working as a team with my manager makes the job more enjoyable.

		2026/03/27 10:23:39 AM GMT+1		Yes		Female		25-34		Cruise Ship Entertainer		8+ years		Tourism Service		4		Always		4		4		Often		4		5		More than two weeks in advance		5		Very Satisfied		5		5		4		Often		5		5		Always		5		Completely Agree		5		5		4		5		5		5		1		1		Very Unlikely		1		Very Weak		When managers show empathy, I feel more loyal to the organization and willing to give extra effort.

		2026/03/28 1:27:33 PM GMT+1		Yes		Female		25-34		An event manager assistant		Less than 1 year		Tourism Service		4		Often		5		4		Often		5		5		About one week in advance		4		Very Satisfied		4		4		3		Sometimes		4		5		Always		4		Mostly Agree		5		5		4		5		5		5		2		2		Unlikely		2		Weak		Supportive leadership helps me handle stress better, especially during busy periods at work.

		2026/03/28 1:30:51 PM GMT+1		Yes		Male		25-34		Food and beverage manager		8+ years		Tourism Service		4		Sometimes		3		4		Often		3		4		A few days in advance		3		Neutral		3		4		3		Sometimes		4		4		Often		4		Completely Agree		4		4		3		4		4		2		2		3		Neutral		4		Moderate		A lack of feedback reduces my motivation because I donâ€™t know if Iâ€™m doing well or not.

		2026/03/29 6:30:25 PM GMT+1		Yes		Female		18-24		Waitress		Less than 1 year		Bar		2		Rarely		3		3		Rarely		2		4		A few days in advance		4		Satisfied		3		4		2		Sometimes		4		4		Often		3		Neutral		4		5		2		4		4		1		3		3		Neutral		4		Weak		A good manager creates a positive workplace culture that directly affects my happiness at work.

		2026/03/29 6:34:32 PM GMT+1		Yes		Male		18-24		Barista		1-3 years		Bar		2		Rarely		2		3		Sometimes		1		4		A few days in advance		3		Neutral		3		3		2		Rarely		4		4		Often		2		Disagree		3		4		3		2		4		3		4		5		Very Likely		5		Very Strong		When leadership is inconsistent, it creates confusion and reduces my trust in management.

		2026/03/29 6:41:57 PM GMT+1		Yes		Female		25-34		Housekeeping Supervisor		4-7 years		Hotel		4		Often		4		5		Always		3		3		One day in advance		4		Satisfied		4		4		3		Sometimes		4		5		Always		5		Completely Agree		4		5		4		4		5		4		2		2		Unlikely		3		Weak		A respectful leadership style makes me feel safe to express my opinions.

		2026/03/29 6:44:19 PM GMT+1		Yes		Male		25-34		Porter		4-7 years		Hotel		2		Rarely		3		3		Rarely		2		4		A few days in advance		4		Satisfied		4		2		3		Sometimes		3		2		Sometimes		3		Neutral		3		4		4		3		4		2		4		4		Likely		5		Strong		feel more motivated when my manager clearly explains expectations from the start.

		2026/03/29 6:47:16 PM GMT+1		Yes		Prefer not to say		18-24		Dancer		1-3 years		Tourism Service		5		Always		4		4		Often		4		5		About one week in advance		4		Very Satisfied		5		4		3		Sometimes		4		5		Always		5		Completely Agree		4		5		5		5		5		4		1		2		Very Unlikely		3		Weak		When managers are approachable, it becomes easier to solve problems quickly.

		2026/03/29 6:54:56 PM GMT+1		Yes		Female		18-24		Kitchen assistant		Less than 1 year		Restaurant		2		Rarely		2		3		Rarely		1		5		About one week in advance		4		Satisfied		3		3		2		Rarely		4		4		Often		3		Neutral		4		5		2		3		4		1		2		2		Neutral		4		Moderate		I lose motivation when decisions are made without consulting the team.

		2026/03/29 7:00:23 PM GMT+1		Yes		Male		35-44		Food and Beverage Manager		4-7 years		Tourism Service		1		Rarely		3		3		Sometimes		1		4		A few days in advance		2		Neutral		3		3		2		Rarely		3		4		Sometimes		4		Mostly Agree		4		5		4		4		5		4		3		4		Likely		5		Moderate		Positive reinforcement from leadership encourages me to perform better consistently.

		2026/03/29 7:03:19 PM GMT+1		Yes		Female		35-44		Reception		1-3 years		Others		4		Often		4		4		Often		4		4		A few days in advance		5		Very Satisfied		3		5		5		Always		5		5		Always		5		Completely Agree		5		5		5		5		5		5		1		1		Very Unlikely		1		Very Weak		I prefer leaders who are calm under pressure; it helps me stay focused during busy times.

		2026/03/29 7:30:45 PM GMT+1		Yes		Female		25-34		Dancer		4-7 years		Tourism Service		3		Sometimes		4		4		Often		3		4		About one week in advance		4		Satisfied		4		4		4		Often		5		5		Always		5		Completely Agree		4		5		4		5		5		5		2		2		Unlikely		3		Weak		When leadership is supportive, I feel more emotionally connected to my job.

		2026/03/29 7:33:01 PM GMT+1		Yes		Female		35-44		Line Manager		4-7 years		Hotel		4		Often		3		4		Sometimes		2		2		One day in advance		4		Satisfied		2		3		2		Rarely		3		3		Sometimes		3		Neutral		3		4		3		3		4		3		2		2		Unlikely		3		Moderate		I work better under leaders who give autonomy but are available when needed.

		2026/03/29 7:37:27 PM GMT+1		Yes		Male		35-44		Sale manager		8+ years		Tourism Service		1		Rarely		3		3		Sometimes		1		4		A few days in advance		4		Satisfied		3		3		1		Never		3		4		Often		2		Disagree		3		4		2		2		4		2		2		3		Likely		5		Moderate		A lack of feedback from leadership can reduce my motivation because I am unsure whether I am meeting expectations or performing well enough.

		2026/03/30 12:13:16 PM GMT+1		Yes		Female		35-44		Hotel Manager		4-7 years		Hotel		4		Often		5		5		Always		4		2		One day in advance		4		Satisfied		4		5		4		Often		4		5		Always		5		Completely Agree		5		5		5		4		5		5		1		1		Very Unlikely		2		Weak		A positive and encouraging leadership style makes even challenging tasks feel more manageable. It creates a sense of motivation and helps me stay focused even during difficult situations.

		2026/03/30 12:24:14 PM GMT+1		Yes		Female		25-34		Reception		1-3 years		Restaurant		3		Rarely		3		3		Rarely		2		4		A few days in advance		5		Very Satisfied		3		3		2		Rarely		3		2		Sometimes		2		Disagree		3		2		3		2		3		2		4		4		Likely		5		Strong		Poor communication from managers often leads to confusion and frustration. When instructions are unclear, it affects my motivation and makes it harder to perform effectively.

		2026/03/30 12:27:22 PM GMT+1		Yes		Prefer not to say		18-24		Bar tender		1-3 years		Bar		2		Rarely		3		3		Sometimes		1		3		A few days in advance		3		Neutral		3		4		2		Rarely		4		3		Sometimes		2		Disagree		3		4		3		4		4		2		3		4		Likely		5		Moderate		A rigid management style can limit creativity and make work feel repetitive. Over time, this reduces my engagement and makes it harder to stay motivated.

		2026/03/30 12:30:42 PM GMT+1		Yes		Male		45-54		Event Planner		8+ years		Tourism Service		4		Often		4		4		Often		4		5		More than two weeks in advance		5		Very Satisfied		5		5		5		Often		5		5		Always		5		Completely Agree		5		5		5		5		5		5		1		1		Very Unlikely		1		Very Weak		I perform much better when feedback is constructive and focused on improvement. It helps me understand my strengths and areas to develop without feeling discouraged.

		2026/03/30 12:34:38 PM GMT+1		Yes		Male		55+		Publican		8+ years		Bar		4		Sometimes		4		4		Often		4		4		About one week in advance		3		Neutral		4		4		3		Sometimes		4		4		Often		4		Mostly Agree		4		5		3		4		4		3		2		1		Very Unlikely		3		Weak		When leaders genuinely care about employee well-being, it creates a more supportive environment. This makes me feel valued and more committed to staying with the organisation long term.

		2026/03/30 12:37:40 PM GMT+1		Yes		Male		55+		Restaurant Owner		8+ years		Restaurant		4		Always		5		5		Always		5		5		About one week in advance		5		Very Satisfied		5		5		4		Often		5		5		Often		4		Mostly Agree		5		5		4		4		5		4		1		1		Very Unlikely		2		Weak		For me, leadership style directly affects how comfortable I feel at work. When a manager is overly critical, it creates anxiety, but when they are supportive and balanced, I feel more secure and able to perform well.

		2026/03/30 12:40:10 PM GMT+1		Yes		Male		45-54		Food and Beverage Manager 		8+ years		Restaurant		3		Rarely		3		4		Often		3		4		A few days in advance		4		Satisfied		2		4		3		Sometimes		4		4		Often		4		Mostly Agree		4		4		3		3		4		2		2		2		Unlikely		3		Weak		I find that my motivation is higher when managers take time to understand individual strengths. When tasks are aligned with what Iâ€™m good at, I naturally feel more productive and satisfied.

		2026/03/30 5:27:36 PM GMT+1		Yes		Female		35-44		Chef		4-7 years		Restaurant		3		Rarely		3		3		Rarely		2		4		A few days in advance		4		Satisfied		5		4		2		Rarely		4		4		Often		3		Neutral		4		5		3		4		5		2		2		3		Neutral		4		Weak		Iâ€™ve noticed that my motivation depends a lot on how fairly Iâ€™m treated. When leadership is consistent and unbiased, it builds trust and makes me more committed to my role.

		2026/03/30 5:31:11 PM GMT+1		Yes		Male		45-54		Front Desk		1-3 years		Tourism Service		4		Sometimes		4		4		Often		3		5		About one week in advance		5		Very Satisfied		4		4		4		Often		4		4		Often		4		Completely Agree		4		4		3		4		4		3		2		2		Unlikely		3		Weak		I feel more motivated when my manager takes time to explain the purpose behind tasks. Understanding the bigger picture makes my work feel more meaningful.

		2026/03/30 5:34:24 PM GMT+1		Yes		Male		45-54		Travel Agent		8+ years		Tourism Service		4		Sometimes		3		3		Sometimes		2		4		A few days in advance		3		Neutral		4		4		3		Sometimes		4		4		Often		5		Completely Agree		4		5		4		3		4		3		1		1		Very Unlikely		3		Weak		I appreciate leaders who check in regularly, not just about work but also about how Iâ€™m doing. It shows they care, which improves my overall experience

		2026/03/30 5:53:13 PM GMT+1		Yes		Male		18-24		Barista		1-3 years		Bar		2		Rarely		3		3		Rarely		1		3		One day in advance		4		Satisfied		2		3		3		Sometimes		4		4		Often		3		Neutral		4		4		3		4		4		4		2		2		Unlikely		4		Moderate		A management style that encourages independence allows me to develop my skills. It makes me feel trusted and more invested in my work.

		2026/03/30 5:56:28 PM GMT+1		Yes		Male		35-44		Travel Agent		8+ years		Tourism Service		4		Sometimes		4		4		Often		4		5		More than two weeks in advance		5		Very Satisfied		5		5		4		Often		5		5		Often		5		Completely Agree		5		4		4		5		5		4		1		1		Very Unlikely		2		Weak		I feel more engaged when my manager acknowledges team efforts rather than focusing only on individual performance. It strengthens teamwork.

		2026/03/30 6:45:01 PM GMT+1		Yes		Female		18-24		Travel agent assistant		Less than 1 year		Tourism Service		4		Often		4		4		Often		5		4		A few days in advance		5		Very Satisfied		4		4		4		Often		5		5		Always		4		Mostly Agree		4		5		3		4		4		3		1		2		Unlikely		3		Weak		I value leaders who are adaptable. Different situations require different approaches, and flexible leadership makes the workplace more effective.

		2026/03/30 6:48:02 PM GMT+1		Yes		Female		25-34		Travel agent		8+ years		Tourism Service		3		Rarely		2		3		Rarely		2		3		One day in advance		3		Neutral		3		3		3		Sometimes		3		3		Sometimes		3		Neutral		3		4		2		3		3		1		4		4		Likely		4		Strong		In my experience, leadership style can completely shape the work environment. A manager who is respectful, approachable, and fair creates a positive atmosphere where I feel comfortable contributing. On the other hand, a negative or overly controlling style can make the job stressful and less enjoyable.

		2026/03/30 6:54:40 PM GMT+1		Yes		Male		35-44		Travel agency Manager		8+ years		Tourism Service		4		Rarely		2		3		Sometimes		2		4		About one week in advance		4		Very Satisfied		5		4		3		Sometimes		4		4		Often		4		Mostly Agree		5		5		4		5		5		3		1		2		Unlikely		2		Weak		I feel more motivated when leaders provide clear guidance but also allow some flexibility. It creates a balance between structure and independence.

		2026/03/30 6:57:18 PM GMT+1		Yes		Prefer not to say		18-24		Cruise Entertainer		1-3 years		Tourism Service		4		Often		5		5		Always		4		5		More than two weeks in advance		5		Very Satisfied		5		5		3		Sometimes		5		5		Always		5		Completely Agree		5		5		3		5		5		5		1		1		Very Unlikely		2		Very Weak		I feel more engaged when my manager listens to my ideas.

		2026/03/30 6:59:01 PM GMT+1		Yes		Prefer not to say		25-34		Chef		4-7 years		Tourism Service		3		Sometimes		3		3		Sometimes		2		4		A few days in advance		4		Satisfied		3		4		2		Rarely		4		4		Often		3		Neutral		4		5		3		5		5		4		2		1		Very Unlikely		4		Moderate		I lose motivation when I feel unappreciated by management.

		2026/03/30 7:01:28 PM GMT+1		Yes		Female		35-44		Front Desk		Less than 1 year		Hotel		4		Sometimes		3		4		Often		5		2		One day in advance		4		Satisfied		3		5		4		Often		5		5		Always		5		Completely Agree		5		5		5		5		5		5		1		1		Very Unlikely		1		Very Weak		Leadership style plays a key role in shaping my daily work experience. When managers create a positive and inclusive environment, I feel valued and motivated. However, if leadership is inconsistent or lacks transparency, it can negatively affect both my performance and satisfaction.

		2026/03/31 3:43:12 PM GMT+1		Yes		Female		35-44		Recreational manager		1-3 years		Tourism Service		3		Sometimes		3		3		Sometimes		3		3		One day in advance		4		Satisfied		3		4		3		Sometimes		3		4		Often		4		Mostly Agree		4		5		4		4		4		4		2		3		Neutral		4		Weak		For me, the way a manager leads directly influences how I feel about my job. Supportive and understanding leadership increases my motivation, while poor communication or lack of support can quickly lead to frustration and disengagement.

		2026/03/31 4:01:18 PM GMT+1		Yes		Female		18-24		Waitress		Less than 1 year		Bar		2		Rarely		2		3		Rarely		1		2		One day in advance		3		Neutral		3		2		2		Rarely		3		2		Rarely		2		Disagree		2				2		1		2		1		4		5		Very Likely		5		Very Strong		Unfair treatment from leadership reduces my willingness to contribute.

		2026/03/31 4:16:41 PM GMT+1		Yes		Male		18-24		Waiter		1-3 years		Restaurant		2		Sometimes		3		4		Often		5		4		A few days in advance		5		Very Satisfied		4		4		2		Rarely		4		4		Often		3		Neutral		4		3		3		4		3		3		2		2		Unlikely		4		Moderate		A controlling management style makes me feel like I am not trusted, which negatively affects my confidence and engagement.

		2026/04/01 4:50:30 PM GMT+1		Yes		Female		25-34		Reception		1-3 years		Restaurant		3		Sometimes		3		3		Sometimes		2		3		A few days in advance		3		Neutral		3		3		2		Rarely		4		3		Sometimes		2		Disagree		3		2		2		3		2		1		4		4		Likely		5		Very Strong

		2026/04/01 7:39:55 PM GMT+1		Yes		Female		18-24		Housekeeper		Less than 1 year		Hotel		2		Rarely		3		3		Sometimes		1		4		A few days in advance		3		Satisfied		3		3		2		Rarely		2		1		Rarely		1		Strongly Disagree		2		2		3		2		1		1		5		5		Very Likely		5		Very Strong		The distance between manager and employees makes me disengaged. 

		2026/04/01 7:41:58 PM GMT+1		Yes		Male		18-24		Waiter		1-3 years		Bar		2		Rarely		2		3		Rarely		1		2		One day in advance		3		Neutral		2		2		3		Sometimes		2		1		Never		2		Disagree		2		3		3		2		2		1		3		4		Likely		5		Strong

		2026/04/02 6:26:31 AM GMT+1		Yes		Male		25-34		Chef		4-7 years		Others		4		Often		4		5		Always		4		4		A few days in advance		4		Very Satisfied		5		4		3		Sometimes		4		4		Often		5		Completely Agree		5		5		4		5		5		4		1		1		Very Unlikely		2		Very Weak

		2026/04/02 5:22:33 PM GMT+1		Yes		Female		35-44		Sale manager		1-3 years		Tourism Service		4		Often		5		5		Always		4		3		One day in advance		4		Very Satisfied		4		5		4		Often		5		5		Always		5		Completely Agree		5		5		4		5		5		5		1		2		Unlikely		3		Weak		Managers who appreciate your efforts and see them are very motivating. 

		2026/04/02 5:24:53 PM GMT+1		Yes		Female		45-54		Housekeeper		4-7 years		Hotel		3		Sometimes		4		4		Often		2		2		One day in advance		4		Satisfied		4		4		3		Sometimes		4		5		Always		4		Mostly Agree		4		4		3		4		4		4		1		1		Very Unlikely		3		Weak		Friendly and cumminicative managers could encourage engagement among employees. 

		2026/04/03 9:19:11 AM GMT+1		Yes		Female		18-24		Barista		1-3 years		Bar		3		Sometimes		2		3		Sometimes		1		4		A few days in advance		2		Neutral		3		4		2		Rarely		4		3		Sometimes		4		Mostly Agree		4		5		3		4		3		2		2		3		Neutral		4		Moderate		Leadership style strongly shapes how I feel at work. When managers are supportive and approachable, I feel more confident and motivated to contribute. On the other hand, a rigid or distant management style can make the environment stressful and limit my willingness to engage. It really affects both my performance and overall job satisfaction.

		2026/04/03 9:30:24 AM GMT+1		Yes		Male		18-24		Dancer		1-3 years		Tourism Service		4		Often		3		3		Sometimes		4		5		About one week in advance		4		Satisfied		3		5		4		Often		5		4		Often		5		Completely Agree		5		5		5		5		5		5		1		1		Very Unlikely		2		Weak		Good leadership motivates me. Bad leadership drains me. Itâ€™s that simple.
Support and respect make me want to do better every day.

		2026/04/03 10:23:40 AM GMT+1		Yes		Male		45-54		General Manager		8+ years		Tourism Service		4		Often		3		3		Sometimes		4		4		A few days in advance		4		Very Satisfied		5		4		4		Often		5		5		Always		5		Completely Agree		5		5		5		4		5		4		1		1		Very Unlikely		2		Weak

		2026/04/03 9:49:56 PM GMT+1		Yes		Male		25-34		Chef assistant		Less than 1 year		Restaurant		2		Rarely		3		3		Sometimes		2		4		A few days in advance		4		Satisfied		3		3		2		Rarely		3		3		Sometimes		3		Neutral		3		4		4		3		3		2		2		2		Unlikely		4		Moderate		Honestly, the way a manager leads can completely change the vibe at work. If they listen and support the team, I feel more relaxed and productive. But if theyâ€™re too controlling or unclear, it becomes frustrating. It really makes a difference day to day.

		2026/04/03 9:52:47 PM GMT+1		Yes		Male		45-54		Cleaner		1-3 years		Hotel		3		Sometimes		3		3		Sometimes		3		4		A few days in advance		3		Neutral		2		3		2		Rarely		3		3		Rarely		2		Disagree		3		4		3		2		3		2		4		4		Very Likely		5		Very Strong		Leadership matters a lot. It sets the tone for everything.
A positive management style encourages open communication and trust, which makes me feel valued. In contrast, poor leadership creates confusion and lowers motivation. Over time, this can affect not only productivity but also how long someone wants to stay in a job.

		2026/04/03 9:55:47 PM GMT+1		Yes		Female		35-44		Line Manager		1-3 years		Hotel		5		Often		4		4		Often		4		4		About one week in advance		5		Very Satisfied		4		4		3		Sometimes		4		4		Often		5		Completely Agree		5		5		4		4		4		4		1		1		Very Unlikely		2		Weak		Leadership and management styles play a critical role in influencing employee motivation and workplace experience. Transformational and ethical leadership approaches tend to foster engagement, trust, and higher levels of commitment, whereas authoritarian styles may reduce morale and increase stress levels. Therefore, leadership behaviour directly impacts both individual performance and organizational outcomes.

		2026/04/04 5:56:14 AM GMT+1		Yes		Female		18-24		Waitress		Less than 1 year		Restaurant		4		Sometimes		4		5		Always		5		5		About one week in advance		5		Very Satisfied		3		5		4		Often		5		4		Often		4		Mostly Agree		5		5		3		4		4		3		1		2		Unlikely		2		Weak		Managers who consider themselves as part of the team are so motivating. 

		2026/04/04 5:59:49 AM GMT+1		Yes		Male		18-24		Bartender		1-3 years		Bar		4		Rarely		3		4		Often		2		3		One day in advance		4		Neutral		4		4		2		Rarely		4		4		Often		3		Neutral		4		5		5		5		4		4		2		2		Unlikely		4		Weak		Managers should listen more and give the authorities to employees so they can motivate them. 

		2026/04/04 6:15:21 AM GMT+1		Yes		Male		25-34		Front desk		Less than 1 year		Tourism Service		4		Often		4		4		Often		2		4		A few days in advance		3		Satisfied		4		4		4		Often		4		4		Often		4		Mostly Agree		4		4		4		5		5		4		1		1		Very Unlikely		3		Weak

		2026/04/04 6:37:40 AM GMT+1		Yes		Male		35-44		Barista		1-3 years		Tourism Service		3		Rarely		3		3		Sometimes		2		2		One day in advance		3		Neutral		4		3		3		Sometimes		3		3		Sometimes		3		Neutral		3		4		3		2		3		1		3		4		Likely		4		Moderate

		2026/04/06 5:58:21 PM GMT+1		Yes		Female		18-24		Travel agent		1-3 years		Tourism Service		2		Rarely		2		3		Rarely		3		3		A few days in advance		3		Neutral		3		3		2		Rarely		3		3		Sometimes		3		Neutral		3		3		2		2		3		1		4		4		Likely		5		Strong		Leadership style has a direct impact on how valued I feel at work. When managers communicate openly and involve employees in decisions, I feel more motivated and committed. In contrast, a controlling or distant management style reduces my enthusiasm and makes work feel less meaningful.

		2026/04/06 6:01:36 PM GMT+1		Yes		Female		25-34		Host		Less than 1 year		Restaurant		4		Often		5		5		Always		4		4		About one week in advance		4		Satisfied		5		4		3		Sometimes		4		5		Always		4		Completely Agree		5		5		4		5		4		4		2		2		Unlikely		2		Weak		My motivation increases when leaders show trust and give autonomy. Being micromanaged makes me feel less confident, whereas supportive leadership encourages me to take initiative and perform better.

		2026/04/06 6:04:35 PM GMT+1		Yes		Female		35-44		Event Coordinator		4-7 years		Others		4		Always		5		4		Often		4		5		More than two weeks in advance		4		Very Satisfied		4		5		4		Often		5		5		Often		5		Completely Agree		4		5		5		4		4		5		1		2		Very Unlikely		3		Weak		A positive leadership style creates a sense of psychological safety. When I feel comfortable sharing ideas without fear of criticism, I am more engaged and willing to contribute beyond my basic responsibilities.

		2026/04/06 6:07:04 PM GMT+1		Yes		Male		45-54		Cleaner		4-7 years		Tourism Service		2		Rarely		3		4		Often		3		4		A few days in advance		5		Very Satisfied		3		4		3		Sometimes		4		3		Sometimes		2		Disagree		3		4		4		5		3		4		2		2		Unlikely		4		Moderate		Leadership affects not only my performance but also my emotional experience at work. Managers who show empathy and understanding make the workplace less stressful and more enjoyable, which improves my overall productivity.

		2026/04/06 6:09:25 PM GMT+1		Yes		Male		45-54		Food Supplier		8+ years		Others		3		Sometimes		3		4		Often		5		5		About one week in advance		4		Satisfied		4		4		4		Often		4		4		Often		4		Mostly Agree		4		5		5		4		5		4		2		2		Unlikely		2		Weak		I feel more motivated when leadership is fair and consistent. When rules are applied equally and expectations are clear, it builds trust and reduces frustration.

		2026/04/06 6:12:53 PM GMT+1		Yes		Male		25-34		Kitchen Assistant		Less than 1 year		Restaurant		5		Often		4		5		Always		3		5		About one week in advance		5		Very Satisfied		5		4		4		Often		5		5		Always		5		Completely Agree		5		5		5		5		5		5		1		1		Very Unlikely		1		Very Weak		Recognition from management plays a big role in my motivation. Even small acknowledgements from a leader can significantly boost my morale and make me feel appreciated.

		2026/04/06 6:19:08 PM GMT+1		Yes		Male		18-24		Porters		1-3 years		Hotel		3		Rarely		3		3		Rarely		2		2		One day in advance		4		Satisfied		4		3		2		Rarely		4		3		Rarely		2		Disagree		3		2		3		3		2		2		4		4		Likely		5		Strong		When leaders provide clear direction and constructive feedback, I feel more confident in my role. A lack of guidance, however, leads to confusion and reduces my efficiency.

		2026/04/06 6:28:21 PM GMT+1		Yes		Female		25-34		Host		1-3 years		Restaurant		2		Rarely		2		3		Rarely		1		4		A few days in advance		4		Satisfied		4		4		2		Rarely		3		4		Sometimes		4		Mostly Agree		3		4		4		2		3		1		3		4		Likely		4		Strong		Leadership style shapes team dynamics. A collaborative manager encourages teamwork and mutual support, while a negative or disengaged leader can create tension and reduce team cohesion.

		2026/04/06 6:30:43 PM GMT+1		Yes		Female		25-34		Front-of-house 		1-3 years		Restaurant		3		Sometimes		4		5		Often		5		4		A few days in advance		5		Very Satisfied		5		4		2		Rarely		4		4		Often		4		Completely Agree		5		4		3		5		4		3		1		2		Very Unlikely		4		Weak		I am more motivated when leaders invest in my development. Opportunities for learning and growth show that management values employees beyond their immediate output.

		2026/04/06 6:33:59 PM GMT+1		Yes		Male		55+		Food Supplier		8+ years		Others		1		Never		2		3		Sometimes		2		5		About one week in advance		5		Very Satisfied		5		4		4		Sometimes		5		4		Often		5		Mostly Agree		5		5		4		3		4		3		1		2		Neutral		5		Moderate		Transparent communication from leadership helps me feel more secure, especially during times of change. Uncertainty or lack of communication can negatively affect my motivation and trust in management.

		2026/04/06 9:00:25 PM GMT+1		Yes		Female		18-24		Waitress		Less than 1 year		Bar		3		Sometimes		4		4		Often		2		4		A few days in advance		4		Satisfied		5		4		3		Sometimes		4		4		Often		3		Neutral		4		5		5		5		4		4		2		3		Unlikely		3		Weak		My manager is very supportive and it is motivating for me.

		2026/04/07 6:39:05 PM GMT+1		Yes		Female		25-34		Front desk		1-3 years		Restaurant		4		Sometimes		4		4		Often		5		4		A few days in advance		4		Very Satisfied		5		4		3		Sometimes		4		4		Often		5		Completely Agree		4		5		4		5		4		4		1		1		Very Unlikely		2		Very Weak		The support my manager gives me, makes me stay. 

		2026/04/08 6:11:33 PM GMT+1		Yes		Male		25-34		Chef assistant		1-3 years		Restaurant		4		Sometimes		3		4		Often		2		3		A few days in advance		3		Neutral		4		3		3		Sometimes		4		4		Often		4		Mostly Agree		3		4		3		4		3		2		2		2		Unlikely		4		Moderate		My manager could easily motivate me by simply giving me some responsibilities. 

		2026/04/09 1:27:15 PM GMT+1		Yes		Male		55+		Hotel manager 		8+ years		Hotel		4		Often		4		5		Always		4		5		A few days in advance		5		Very Satisfied		5		4		4		Often		5		5		Always		4		Mostly Agree		5		5		4		4		5		4		1		1		Very Unlikely		2		Very Weak		One aspect that strongly influences my motivation is how consistent a leader is between what they say and what they actually do.

		2026/04/09 1:30:07 PM GMT+1		Yes		Male		35-44		Line Manager		1-3 years		Hotel		3		Sometimes		3		3		Sometimes		3		3		One day in advance		4		Satisfied		5		4		3		Sometimes		4		4		Sometimes		3		Neutral		4		4		5		4		4		3		2		2		Unlikely		3		Weak		In environments where mistakes are treated as learning opportunities rather than failures, I feel more confident, creative, and willing to take initiative.

		2026/04/09 1:34:05 PM GMT+1		Yes		Female		25-34		Front Desk		1-3 years		Bar		2		Rarely		3		3		Sometimes		1		3		One day in advance		2		Dissatisfied		3		3		2		Rarely		4		3		Sometimes		2		Disagree		3		4		3		4		4		3		2		4		Likely		5		Moderate		Critical management styles tend to create anxiety, making me more cautious and less engaged in my work.

		2026/04/09 1:37:36 PM GMT+1		Yes		Male		35-44		Night Porter		Less than 1 year		Hotel		3		Rarely		3		2		Rarely		1		3		One day in advance		3		Neutral		3		3		2		Rarely		4		4		Often		2		Strongly Disagree		4		5		3		2		3		1		2		3		Neutral		4		Moderate		Leadership style affects how meaningful my work feels. Managers who clearly connect everyday tasks to a bigger purpose or organisational vision tend to increase my sense of value and motivation. Without that connection, work can start to feel routine and less fulfilling.

		2026/04/09 2:01:50 PM GMT+1		Yes		Male		18-24		Security Guard		1-3 years		Bar		4		Often		5		5		Always		5		5		About one week in advance		5		Very Satisfied		5		5		3		Sometimes		5		5		Always		5		Completely Agree		5		5		5		5		5		5		1		1		Very Unlikely		1		Very Weak		The level of autonomy given by management plays a major role in my experience. When leaders trust employees to make decisions and show flexibility, it creates a sense of ownership and accountability.

		2026/04/09 2:22:49 PM GMT+1		Yes		Male		25-34		Security Guard		1-3 years		Bar		3		Sometimes		3		3		Sometimes		2		4		About one week in advance		4		Satisfied		4		3		2		Rarely		3		3		Sometimes		4		Mostly Agree		4		5		4		3		4		3		2		3		Neutral		4		Weak		Emotional intelligence in leadership makes a significant difference. Leaders who are approachable, empathetic, and aware of their teamâ€™s needs create a more supportive and positive work environment. This not only improves motivation but also strengthens team cohesion and overall job satisfaction.

		2026/04/09 2:42:16 PM GMT+1		Yes		Male		18-24		Security Guard		1-3 years		Bar		3		Sometimes		3		3		Sometimes		2		5		About one week in advance		5		Very Satisfied		5		4		3		Sometimes		4		4		Often		4		Mostly Agree		4		5		4		4		5		4		2		3		Neutral		4		Moderate		Managers who consider themselves members of the team motivate me.
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outputViewer0000000000.xml

  Output       <p style="text-align:right; margin-top: 0">Page &[Page]</p>  Log  PRESERVE.
SET DECIMAL DOT.

GET DATA  /TYPE=TXT
  /FILE="C:\Users\LENOVO\Desktop\sarah_zahedi_survey_responses.csv"
  /ENCODING='UTF8'
  /DELIMITERS=","
  /QUALIFIER='"'
  /ARRANGEMENT=DELIMITED
  /FIRSTCASE=2
  /LEADINGSPACES IGNORE=YES
  /DATATYPEMIN PERCENTAGE=95.0
  /VARIABLES=
  Timestamp AUTO
  IconfirmthatIamover18currentlyemployedinthehospitali AUTO
  Whatisyourgender AUTO
  Whatisyouragegroup AUTO
  Whatisyourcurrentposition AUTO
  Howmanyyearshaveyouworkedinthehospitalityindustry AUTO
  Whichtypeoforganisationdoyouworkin AUTO
  Mymanagerlistenstowhatemployeeshavetosay AUTO
  Howoftendoesyourmanagergenuinelyconsideremployeefeedback AUTO
  Mymanagermakesfairandbalanceddecisions AUTO
  Mymanagercanbetrusted AUTO
  Howmuchdoyoutrustyourmanagertoactinemployeesbestint AUTO
  Mymanagerdiscussesbusinessethicsorvalueswithemployees AUTO
  Mymanagerprovidestheworkrotashiftswithsufficientnotice AUTO
  Howmuchadvancenoticedoyouusuallyreceiveforyourworkrot AUTO
  MymanagerensuresthatthenumberofhoursIworkisfairand AUTO
  Howsatisfiedareyouwiththefairnessofyourworkinghours AUTO
  Ibelievemymanagersupportsfairpaypracticesincludingcom AUTO
  Ifeelcheerfulandingoodspiritsatwork AUTO
  Ifeelcalmandrelaxedduringmyworkinghours AUTO
  Howoftendoyoufeelcalmandrelaxedwhileworking AUTO
  Ifeelactiveandenergeticinmyrole AUTO
  Ifeelinterestedandengagedinmydailywork AUTO
  Howoftendoyoufeelfullyengagedandinterestedinyourwork AUTO
  Ifeelthatmyjobcontributespositivelytomyoverallwellbei AUTO
  Howmuchdoyouagreethatyourjobsupportsyouroverallwellb AUTO
  Iamenthusiasticaboutmyjob AUTO
  IfeelproudoftheworkthatIdo AUTO
  Iamresilientinfacingchallengesatwork AUTO
  TimeflieswhenIamworking AUTO
  Iaminspiredbymywork AUTO
  IfeelhappywhenIamworkingintensely AUTO
  Ioftenthinkaboutquittingmyjob AUTO
  Iwillprobablylookforanewjobinthenextyear AUTO
  Howlikelyareyoutosearchforanewjobwithinthenextyear AUTO
  IintendtoleavethisorganisationassoonasIfindabetterj AUTO
  Howstrongisyourintentiontoleaveyourcurrentorganisation AUTO
  Pleaseshareanyadditionalthoughtsonhowleadershipandmanag AUTO
  /MAP.
RESTORE.
CACHE.
EXECUTE.

Data written to the working file.
38 variables and 253 cases written.
Variable: Timestamp          Type: String  Format : A67
Variable: IconfirmthatIamover18currentlyemployedinthehospitali   Type: String  Format : A39
Variable: Whatisyourgender   Type: String  Format : A66
Variable: Whatisyouragegroup   Type: String  Format : A86
Variable: Whatisyourcurrentposition   Type: String  Format : A27
Variable: Howmanyyearshaveyouworkedinthehospitalityindustry   Type: String  Format : A16
Variable: Whichtypeoforganisationdoyouworkin   Type: String  Format : A15
Variable: Mymanagerlistenstowhatemployeeshavetosay   Type: Number  Format : F1         One or more values were set to system-missing.
Variable: Howoftendoesyourmanagergenuinelyconsideremployeefeedback   Type: String  Format : A9
Variable: Mymanagermakesfairandbalanceddecisions   Type: Number  Format : F1         One or more values were set to system-missing.
Variable: Mymanagercanbetrusted   Type: Number  Format : F1         One or more values were set to system-missing.
Variable: Howmuchdoyoutrustyourmanagertoactinemployeesbestint   Type: String  Format : A9
Variable: Mymanagerdiscussesbusinessethicsorvalueswithemployees   Type: Number  Format : F1         One or more values were set to system-missing.
Variable: Mymanagerprovidestheworkrotashiftswithsufficientnotice   Type: Number  Format : F1         One or more values were set to system-missing.
Variable: Howmuchadvancenoticedoyouusuallyreceiveforyourworkrot   Type: String  Format : A30
Variable: MymanagerensuresthatthenumberofhoursIworkisfairand   Type: Number  Format : F1         One or more values were set to system-missing.
Variable: Howsatisfiedareyouwiththefairnessofyourworkinghours   Type: String  Format : A17
Variable: Ibelievemymanagersupportsfairpaypracticesincludingcom   Type: Number  Format : F1         One or more values were set to system-missing.
Variable: Ifeelcheerfulandingoodspiritsatwork   Type: Number  Format : F1         One or more values were set to system-missing.
Variable: Ifeelcalmandrelaxedduringmyworkinghours   Type: Number  Format : F1         One or more values were set to system-missing.
Variable: Howoftendoyoufeelcalmandrelaxedwhileworking   Type: String  Format : A9
Variable: Ifeelactiveandenergeticinmyrole   Type: Number  Format : F1         One or more values were set to system-missing.
Variable: Ifeelinterestedandengagedinmydailywork   Type: Number  Format : F1         One or more values were set to system-missing.
Variable: Howoftendoyoufeelfullyengagedandinterestedinyourwork   Type: String  Format : A9
Variable: Ifeelthatmyjobcontributespositivelytomyoverallwellbei   Type: Number  Format : F1         One or more values were set to system-missing.
Variable: Howmuchdoyouagreethatyourjobsupportsyouroverallwellb   Type: String  Format : A17
Variable: Iamenthusiasticaboutmyjob   Type: Number  Format : F1         One or more values were set to system-missing.
Variable: IfeelproudoftheworkthatIdo   Type: Number  Format : F1         One or more values were set to system-missing.
Variable: Iamresilientinfacingchallengesatwork   Type: Number  Format : F1         One or more values were set to system-missing.
Variable: TimeflieswhenIamworking   Type: Number  Format : F1         One or more values were set to system-missing.
Variable: Iaminspiredbymywork   Type: Number  Format : F1         One or more values were set to system-missing.
Variable: IfeelhappywhenIamworkingintensely   Type: Number  Format : F1         One or more values were set to system-missing.
Variable: Ioftenthinkaboutquittingmyjob   Type: Number  Format : F1         One or more values were set to system-missing.
Variable: Iwillprobablylookforanewjobinthenextyear   Type: Number  Format : F1         One or more values were set to system-missing.
Variable: Howlikelyareyoutosearchforanewjobwithinthenextyear   Type: String  Format : A13
Variable: IintendtoleavethisorganisationassoonasIfindabetterj   Type: Number  Format : F1         One or more values were set to system-missing.
Variable: Howstrongisyourintentiontoleaveyourcurrentorganisation   Type: String  Format : A11
Variable: Pleaseshareanyadditionalthoughtsonhowleadershipandmanag   Type: String  Format : A447

Substitute the following to build syntax for these data.
  /VARIABLES=
   Timestamp A67
   IconfirmthatIamover18currentlyemployedinthehospitali A39
   Whatisyourgender A66
   Whatisyouragegroup A86
   Whatisyourcurrentposition A27
   Howmanyyearshaveyouworkedinthehospitalityindustry A16
   Whichtypeoforganisationdoyouworkin A15
   Mymanagerlistenstowhatemployeeshavetosay F1
   Howoftendoesyourmanagergenuinelyconsideremployeefeedback A9
   Mymanagermakesfairandbalanceddecisions F1
   Mymanagercanbetrusted F1
   Howmuchdoyoutrustyourmanagertoactinemployeesbestint A9
   Mymanagerdiscussesbusinessethicsorvalueswithemployees F1
   Mymanagerprovidestheworkrotashiftswithsufficientnotice F1
   Howmuchadvancenoticedoyouusuallyreceiveforyourworkrot A30
   MymanagerensuresthatthenumberofhoursIworkisfairand F1
   Howsatisfiedareyouwiththefairnessofyourworkinghours A17
   Ibelievemymanagersupportsfairpaypracticesincludingcom F1
   Ifeelcheerfulandingoodspiritsatwork F1
   Ifeelcalmandrelaxedduringmyworkinghours F1
   Howoftendoyoufeelcalmandrelaxedwhileworking A9
   Ifeelactiveandenergeticinmyrole F1
   Ifeelinterestedandengagedinmydailywork F1
   Howoftendoyoufeelfullyengagedandinterestedinyourwork A9
   Ifeelthatmyjobcontributespositivelytomyoverallwellbei F1
   Howmuchdoyouagreethatyourjobsupportsyouroverallwellb A17
   Iamenthusiasticaboutmyjob F1
   IfeelproudoftheworkthatIdo F1
   Iamresilientinfacingchallengesatwork F1
   TimeflieswhenIamworking F1
   Iaminspiredbymywork F1
   IfeelhappywhenIamworkingintensely F1
   Ioftenthinkaboutquittingmyjob F1
   Iwillprobablylookforanewjobinthenextyear F1
   Howlikelyareyoutosearchforanewjobwithinthenextyear A13
   IintendtoleavethisorganisationassoonasIfindabetterj F1
   Howstrongisyourintentiontoleaveyourcurrentorganisation A11
   Pleaseshareanyadditionalthoughtsonhowleadershipandmanag A447

DATASET NAME DataSet1 WINDOW=FRONT.
RECODE EL2 ('Never'=1) ('Rarely'=2) ('Sometimes'=3) ('Often'=4) ('Always'=5) INTO EL2_num.
VARIABLE LABELS  EL2_num 'EL2 recoded'.
EXECUTE.
RECODE EL2 EL5 ('Never'=1) ('Rarely'=2) ('Sometimes'=3) ('Often'=4) ('Always'=5) INTO EL2_num
    EL5_num.
VARIABLE LABELS  EL2_num 'EL2 recoded' /EL5_num 'EL5 recoded'.
EXECUTE.
RECODE EL2 EL5 EL8 EWB3 ('Never'=1) ('Rarely'=2) ('Sometimes'=3) ('Often'=4) ('Always'=5) INTO
    EL2_num EL5_num EL8_num EWB3_num.

>Warning # 4638 in column 25.  Text: (
>String variables being recoded differ in length.  The recode may be
>inappropriate for some of the variables.
VARIABLE LABELS  EL2_num 'EL2 recoded' /EL5_num 'EL5 recoded' /EL8_num 'EL8 recoded' /EWB3_num
    'EWB3 recoded'.
EXECUTE.
RECODE EL2 EL5 EL8 EWB3 EWB6 ('Never'=1) ('Rarely'=2) ('Sometimes'=3) ('Often'=4) ('Always'=5) INTO
    EL2_num EL5_num EL8_num EWB3_num EWB6_num.

>Warning # 4638 in column 30.  Text: (
>String variables being recoded differ in length.  The recode may be
>inappropriate for some of the variables.
VARIABLE LABELS  EL2_num 'EL2 recoded' /EL5_num 'EL5 recoded' /EL8_num 'EL8 recoded' /EWB3_num
    'EWB3 recoded' /EWB6_num 'EWB6 recoded'.
EXECUTE.
RECODE EL2 EL5 EL8 EWB3 EWB6 ('On the same day'=1) ('One day in advance'=2) ('A few days in '+
    'advance'=3) ('About one week in advance'=4) ('More than two weeks in advance'=5) INTO EL2_num
    EL5_num EL8_num EWB3_num EWB6_num.

>Warning # 4638 in column 30.  Text: (
>String variables being recoded differ in length.  The recode may be
>inappropriate for some of the variables.

>Warning # 4624 in column 50.  Text: )
>The preceding RECODE specifies a value to be recoded that is longer than some
>variable(s) in the recode.  The shorter values will be padded with blanks for
>the comparison.

>Warning # 4624 in column 75.  Text: )
>The preceding RECODE specifies a value to be recoded that is longer than some
>variable(s) in the recode.  The shorter values will be padded with blanks for
>the comparison.

>Warning # 4624 in column 16.  Text: )
>The preceding RECODE specifies a value to be recoded that is longer than some
>variable(s) in the recode.  The shorter values will be padded with blanks for
>the comparison.

>Warning # 4624 in column 48.  Text: )
>The preceding RECODE specifies a value to be recoded that is longer than some
>variable(s) in the recode.  The shorter values will be padded with blanks for
>the comparison.

>Warning # 4624 in column 85.  Text: )
>The preceding RECODE specifies a value to be recoded that is longer than some
>variable(s) in the recode.  The shorter values will be padded with blanks for
>the comparison.
VARIABLE LABELS  EL2_num 'EL2 recoded' /EL5_num 'EL5 recoded' /EL8_num 'EL8 recoded' /EWB3_num
    'EWB3 recoded' /EWB6_num 'EWB6 recoded'.
EXECUTE.
RECODE EL2 EL5 EL8 EWB3 EWB6 EL10 ('Very Dissatisfied'=1) ('Dissatisfied'=2) ('Neutral'=3)
    ('Satisfied'=4) ('Very Satisfied'=5) INTO EL2_num EL5_num EL8_num EWB3_num EWB6_num EL10_num.

>Warning # 4638 in column 35.  Text: (
>String variables being recoded differ in length.  The recode may be
>inappropriate for some of the variables.

>Warning # 4624 in column 57.  Text: )
>The preceding RECODE specifies a value to be recoded that is longer than some
>variable(s) in the recode.  The shorter values will be padded with blanks for
>the comparison.

>Warning # 4624 in column 76.  Text: )
>The preceding RECODE specifies a value to be recoded that is longer than some
>variable(s) in the recode.  The shorter values will be padded with blanks for
>the comparison.

>Warning # 4624 in column 40.  Text: )
>The preceding RECODE specifies a value to be recoded that is longer than some
>variable(s) in the recode.  The shorter values will be padded with blanks for
>the comparison.
VARIABLE LABELS  EL2_num 'EL2 recoded' /EL5_num 'EL5 recoded' /EL8_num 'EL8 recoded' /EWB3_num
    'EWB3 recoded' /EWB6_num 'EWB6 recoded' /EL10_num 'EL10 recoded'.
EXECUTE.
RECODE EL2 EL5 EL8 EWB3 EWB6 EL10 EWB8 ('Strongly Disagree'=1) ('Disagree'=2) ('Neutral'=3)
    ('Mostly Agree'=4) ('Completely Agree'=5) INTO EL2_num EL5_num EL8_num EWB3_num EWB6_num EL10_num
    EWB8_num.

>Warning # 4638 in column 40.  Text: (
>String variables being recoded differ in length.  The recode may be
>inappropriate for some of the variables.

>Warning # 4624 in column 62.  Text: )
>The preceding RECODE specifies a value to be recoded that is longer than some
>variable(s) in the recode.  The shorter values will be padded with blanks for
>the comparison.

>Warning # 4624 in column 22.  Text: )
>The preceding RECODE specifies a value to be recoded that is longer than some
>variable(s) in the recode.  The shorter values will be padded with blanks for
>the comparison.

>Warning # 4624 in column 45.  Text: )
>The preceding RECODE specifies a value to be recoded that is longer than some
>variable(s) in the recode.  The shorter values will be padded with blanks for
>the comparison.
VARIABLE LABELS  EL2_num 'EL2 recoded' /EL5_num 'EL5 recoded' /EL8_num 'EL8 recoded' /EWB3_num
    'EWB3 recoded' /EWB6_num 'EWB6 recoded' /EL10_num 'EL10 recoded' /EWB8_num 'EWB8 recoded'.
EXECUTE.
RECODE EL2 EL5 EL8 EWB3 EWB6 EL10 EWB8 TI3 ('Very Unlikely'=1) ('Unlikely'=2) ('Neutral'=3)
    ('Likely'=4) ('Very Likely'=5) INTO EL2_num EL5_num EL8_num EWB3_num EWB6_num EL10_num EWB8_num
    TI3_num.

>Warning # 4638 in column 44.  Text: (
>String variables being recoded differ in length.  The recode may be
>inappropriate for some of the variables.

>Warning # 4624 in column 62.  Text: )
>The preceding RECODE specifies a value to be recoded that is longer than some
>variable(s) in the recode.  The shorter values will be padded with blanks for
>the comparison.

>Warning # 4624 in column 34.  Text: )
>The preceding RECODE specifies a value to be recoded that is longer than some
>variable(s) in the recode.  The shorter values will be padded with blanks for
>the comparison.
VARIABLE LABELS  EL2_num 'EL2 recoded' /EL5_num 'EL5 recoded' /EL8_num 'EL8 recoded' /EWB3_num
    'EWB3 recoded' /EWB6_num 'EWB6 recoded' /EL10_num 'EL10 recoded' /EWB8_num 'EWB8 recoded'
    /TI3_num 'TI3 recoded'.
EXECUTE.
RECODE EL2 EL5 EL8 EWB3 EWB6 EL10 EWB8 TI3 TI5 ('Very Weak'=1) ('Weak'=2) ('Moderate'=3)
    ('Strong'=4) ('Very Strong'=5) INTO EL2_num EL5_num EL8_num EWB3_num EWB6_num EL10_num EWB8_num
    TI3_num TI5_num.

>Warning # 4638 in column 48.  Text: (
>String variables being recoded differ in length.  The recode may be
>inappropriate for some of the variables.

>Warning # 4624 in column 34.  Text: )
>The preceding RECODE specifies a value to be recoded that is longer than some
>variable(s) in the recode.  The shorter values will be padded with blanks for
>the comparison.
VARIABLE LABELS  EL2_num 'EL2 recoded' /EL5_num 'EL5 recoded' /EL8_num 'EL8 recoded' /EWB3_num
    'EWB3 recoded' /EWB6_num 'EWB6 recoded' /EL10_num 'EL10 recoded' /EWB8_num 'EWB8 recoded'
    /TI3_num 'TI3 recoded' /TI5_num 'TI5 recoded'.
EXECUTE.
COMPUTE EL_Score=MEAN(EL1, EL2_num, EL3, EL4, EL5_num, EL6, EL7, EL8_num, EL9, EL10_num, EL11).
EXECUTE.
COMPUTE EWB_Score=MEAN(EWB1, EWB2, EWB3_num, EWB4, EWB5, EWB6_num, EWB7, EWB8_num).
EXECUTE.
COMPUTE WE_Score=MEAN(WE1, WE2, WE3, WE4, WE5, WE6).
EXECUTE.
COMPUTE TI_Score=MEAN(TI1, TI2, TI3_num, TI4, TI5_num).
EXECUTE.

SAVE OUTFILE='C:\Users\LENOVO\Desktop\sarah_zahedi_thesis.sav'
  /COMPRESSED.
RELIABILITY
  /VARIABLES=EL1 EL3 EL4 EL6 EL7 EL9 EL11 EL2_num EL5_num EL8_num EL10_num
  /SCALE('ALL VARIABLES') ALL
  /MODEL=ALPHA.






00000000011_lightNotesData.bin





000000000131_lightTableData.bin





000000000132_lightTableData.bin





outputViewer0000000001_heading.xml

  Output  Reliability  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Reliability  Notes   00000000011_lightNotesData.bin  Active Dataset  <head><style type="text/css">p{color:0;font-family:Monospaced;font-size:12pt;font-style:normal;font-weight:normal;text-decoration:none}</style></head><BR>[DataSet1]&nbsp;C:\Users\LENOVO\Desktop\sarah_zahedi_thesis.sav  Scale: ALL VARIABLES  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Scale:&nbsp;ALL&nbsp;VARIABLES  Case Processing Summary   000000000131_lightTableData.bin  Reliability Statistics   000000000132_lightTableData.bin






outputViewer0000000002.xml

  Output  Log  <head><style type="text/css">p{color:0;font-family:Monospaced;font-size:12pt;font-style:normal;font-weight:normal;text-decoration:none}</style></head><BR>RELIABILITY
  /VARIABLES=EWB1 EWB2 EWB4 EWB5 EWB7 EWB3_num EWB6_num EWB8_num
  /SCALE('ALL VARIABLES') ALL
  /MODEL=ALPHA.






00000000031_lightNotesData.bin





000000000321_lightTableData.bin





000000000322_lightTableData.bin





outputViewer0000000003_heading.xml

  Output  Reliability  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Reliability  Notes   00000000031_lightNotesData.bin  Scale: ALL VARIABLES  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Scale:&nbsp;ALL&nbsp;VARIABLES  Case Processing Summary   000000000321_lightTableData.bin  Reliability Statistics   000000000322_lightTableData.bin






outputViewer0000000004.xml

  Output  Log  <head><style type="text/css">p{color:0;font-family:Monospaced;font-size:12pt;font-style:normal;font-weight:normal;text-decoration:none}</style></head><BR>RELIABILITY
  /VARIABLES=WE1 WE2 WE3 WE4 WE5 WE6
  /SCALE('ALL VARIABLES') ALL
  /MODEL=ALPHA.






00000000051_lightNotesData.bin





000000000521_lightTableData.bin





000000000522_lightTableData.bin





outputViewer0000000005_heading.xml

  Output  Reliability  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Reliability  Notes   00000000051_lightNotesData.bin  Scale: ALL VARIABLES  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Scale:&nbsp;ALL&nbsp;VARIABLES  Case Processing Summary   000000000521_lightTableData.bin  Reliability Statistics   000000000522_lightTableData.bin






outputViewer0000000006.xml

  Output  Log  <head><style type="text/css">p{color:0;font-family:Monospaced;font-size:12pt;font-style:normal;font-weight:normal;text-decoration:none}</style></head><BR>RELIABILITY
  /VARIABLES=TI1 TI2 TI4 TI3_num TI5_num
  /SCALE('ALL VARIABLES') ALL
  /MODEL=ALPHA.






00000000071_lightNotesData.bin





000000000721_lightTableData.bin





000000000722_lightTableData.bin





outputViewer0000000007_heading.xml

  Output  Reliability  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Reliability  Notes   00000000071_lightNotesData.bin  Scale: ALL VARIABLES  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Scale:&nbsp;ALL&nbsp;VARIABLES  Case Processing Summary   000000000721_lightTableData.bin  Reliability Statistics   000000000722_lightTableData.bin






outputViewer0000000008.xml

  Output  Log  <head><style type="text/css">p{color:0;font-family:Monospaced;font-size:12pt;font-style:normal;font-weight:normal;text-decoration:none}</style></head><BR>FREQUENCIES VARIABLES=Gender AgeGroup Position YearsExp OrgType
  /BARCHART PERCENT
  /ORDER=ANALYSIS.






00000000091_lightNotesData.bin
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000000000933_lightTableData.bin





000000000934_lightTableData.bin





000000000935_lightTableData.bin





000000000941_6635052808154382338_chartData.bin





000000000941_6635052808154382338_chart.xml
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outputViewer0000000009_heading.xml

  Output  Frequencies  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Frequencies  Notes   00000000091_lightNotesData.bin  Statistics   00000000092_lightTableData.bin  Frequency Table  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Frequency&nbsp;Table  Gender   000000000931_lightTableData.bin  AgeGroup   000000000932_lightTableData.bin  Position   000000000933_lightTableData.bin  YearsExp   000000000934_lightTableData.bin  OrgType   000000000935_lightTableData.bin  Bar Chart  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Bar&nbsp;Chart  Gender  000000000941_6635052808154382338_chartData.bin 000000000941_6635052808154382338_chart.xml  000000000941_6635052808154382338_imageData.bin  AgeGroup  000000000942_6635052808154447874_chartData.bin 000000000942_6635052808154447874_chart.xml  000000000942_6635052808154447874_imageData.bin  Position  000000000943_6635052808154513410_chartData.bin 000000000943_6635052808154513410_chart.xml  000000000943_6635052808154513410_imageData.bin  YearsExp  000000000944_6635052808154578946_chartData.bin 000000000944_6635052808154578946_chart.xml  000000000944_6635052808154578946_imageData.bin  OrgType  000000000945_6635052808154644482_chartData.bin 000000000945_6635052808154644482_chart.xml  000000000945_6635052808154644482_imageData.bin






outputViewer0000000010.xml

  Output  Log  <head><style type="text/css">p{color:0;font-family:Monospaced;font-size:12pt;font-style:normal;font-weight:normal;text-decoration:none}</style></head><BR>FILTER OFF.
USE ALL.
SELECT IF (Consent = "Yes").
EXECUTE.
RELIABILITY
  /VARIABLES=TI1 TI2 TI4 TI3_num TI5_num
  /SCALE('ALL VARIABLES') ALL
  /MODEL=ALPHA.
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000000001122_lightTableData.bin





outputViewer0000000011_heading.xml

  Output  Reliability  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Reliability  Notes   00000000111_lightNotesData.bin  Scale: ALL VARIABLES  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Scale:&nbsp;ALL&nbsp;VARIABLES  Case Processing Summary   000000001121_lightTableData.bin  Reliability Statistics   000000001122_lightTableData.bin






outputViewer0000000012.xml

  Output  Log  <head><style type="text/css">p{color:0;font-family:Monospaced;font-size:12pt;font-style:normal;font-weight:normal;text-decoration:none}</style></head><BR>RELIABILITY
  /VARIABLES=WE1 WE2 WE3 WE4 WE5 WE6
  /SCALE('ALL VARIABLES') ALL
  /MODEL=ALPHA.
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outputViewer0000000013_heading.xml

  Output  Reliability  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Reliability  Notes   00000000131_lightNotesData.bin  Scale: ALL VARIABLES  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Scale:&nbsp;ALL&nbsp;VARIABLES  Case Processing Summary   000000001321_lightTableData.bin  Reliability Statistics   000000001322_lightTableData.bin






outputViewer0000000014.xml

  Output  Log  <head><style type="text/css">p{color:0;font-family:Monospaced;font-size:12pt;font-style:normal;font-weight:normal;text-decoration:none}</style></head><BR>RELIABILITY
  /VARIABLES=EWB1 EWB2 EWB4 EWB5 EWB7 EWB3_num EWB6_num EWB8_num
  /SCALE('ALL VARIABLES') ALL
  /MODEL=ALPHA.






00000000151_lightNotesData.bin





000000001521_lightTableData.bin





000000001522_lightTableData.bin





outputViewer0000000015_heading.xml

  Output  Reliability  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Reliability  Notes   00000000151_lightNotesData.bin  Scale: ALL VARIABLES  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Scale:&nbsp;ALL&nbsp;VARIABLES  Case Processing Summary   000000001521_lightTableData.bin  Reliability Statistics   000000001522_lightTableData.bin






outputViewer0000000016.xml

  Output  Log  <head><style type="text/css">p{color:0;font-family:Monospaced;font-size:12pt;font-style:normal;font-weight:normal;text-decoration:none}</style></head><BR>RELIABILITY
  /VARIABLES=EL1 EL3 EL4 EL6 EL7 EL9 EL11 EL2_num EL5_num EL8_num EL10_num
  /SCALE('ALL VARIABLES') ALL
  /MODEL=ALPHA.






00000000171_lightNotesData.bin





000000001721_lightTableData.bin





000000001722_lightTableData.bin





outputViewer0000000017_heading.xml

  Output  Reliability  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Reliability  Notes   00000000171_lightNotesData.bin  Scale: ALL VARIABLES  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Scale:&nbsp;ALL&nbsp;VARIABLES  Case Processing Summary   000000001721_lightTableData.bin  Reliability Statistics   000000001722_lightTableData.bin






outputViewer0000000018.xml

  Output  Log  <head><style type="text/css">p{color:0;font-family:Monospaced;font-size:12pt;font-style:normal;font-weight:normal;text-decoration:none}</style></head><BR>FREQUENCIES VARIABLES=Gender AgeGroup Position YearsExp OrgType
  /BARCHART PERCENT
  /ORDER=ANALYSIS.
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outputViewer0000000019_heading.xml

  Output  Frequencies  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Frequencies  Notes   00000000191_lightNotesData.bin  Statistics   00000000192_lightTableData.bin  Frequency Table  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Frequency&nbsp;Table  Gender   000000001931_lightTableData.bin  AgeGroup   000000001932_lightTableData.bin  Position   000000001933_lightTableData.bin  YearsExp   000000001934_lightTableData.bin  OrgType   000000001935_lightTableData.bin  Bar Chart  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Bar&nbsp;Chart  Gender  000000001941_6635053151751766018_chartData.bin 000000001941_6635053151751766018_chart.xml  000000001941_6635053151751766018_imageData.bin  AgeGroup  000000001942_6635053151751831554_chartData.bin 000000001942_6635053151751831554_chart.xml  000000001942_6635053151751831554_imageData.bin  Position  000000001943_6635053151751897090_chartData.bin 000000001943_6635053151751897090_chart.xml  000000001943_6635053151751897090_imageData.bin  YearsExp  000000001944_6635053151751962626_chartData.bin 000000001944_6635053151751962626_chart.xml  000000001944_6635053151751962626_imageData.bin  OrgType  000000001945_6635053151752028162_chartData.bin 000000001945_6635053151752028162_chart.xml  000000001945_6635053151752028162_imageData.bin






outputViewer0000000020.xml

  Output  Log  <head><style type="text/css">p{color:0;font-family:Monospaced;font-size:12pt;font-style:normal;font-weight:normal;text-decoration:none}</style></head><BR>DESCRIPTIVES VARIABLES=EL_Score EWB_Score WE_Score TI_Score
  /STATISTICS=MEAN STDDEV MIN MAX.






00000000211_lightNotesData.bin
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outputViewer0000000021_heading.xml

  Output  Descriptives  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Descriptives  Notes   00000000211_lightNotesData.bin  Descriptive Statistics   00000000212_lightTableData.bin






outputViewer0000000022.xml

  Output  Log  <head><style type="text/css">p{color:0;font-family:Monospaced;font-size:12pt;font-style:normal;font-weight:normal;text-decoration:none}</style></head><BR>FREQUENCIES VARIABLES=TI3_num TI5_num TI1 TI2 TI4
  /BARCHART PERCENT
  /ORDER=ANALYSIS.
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outputViewer0000000023_heading.xml

  Output  Frequencies  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Frequencies  Notes   00000000231_lightNotesData.bin  Statistics   00000000232_lightTableData.bin  Frequency Table  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Frequency&nbsp;Table  TI3 recoded   000000002331_lightTableData.bin  TI5 recoded   000000002332_lightTableData.bin  TI1   000000002333_lightTableData.bin  TI2   000000002334_lightTableData.bin  TI4   000000002335_lightTableData.bin  Bar Chart  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Bar&nbsp;Chart  TI3 recoded  000000002341_6635053564068626434_chartData.bin 000000002341_6635053564068626434_chart.xml  000000002341_6635053564068626434_imageData.bin  TI5 recoded  000000002342_6635053564068691970_chartData.bin 000000002342_6635053564068691970_chart.xml  000000002342_6635053564068691970_imageData.bin  TI1  000000002343_6635053564068757506_chartData.bin 000000002343_6635053564068757506_chart.xml  000000002343_6635053564068757506_imageData.bin  TI2  000000002344_6635053564068823042_chartData.bin 000000002344_6635053564068823042_chart.xml  000000002344_6635053564068823042_imageData.bin  TI4  000000002345_6635053564068888578_chartData.bin 000000002345_6635053564068888578_chart.xml  000000002345_6635053564068888578_imageData.bin






outputViewer0000000024.xml

  Output  Log  <head><style type="text/css">p{color:0;font-family:Monospaced;font-size:12pt;font-style:normal;font-weight:normal;text-decoration:none}</style></head><BR>CORRELATIONS
  /VARIABLES=EL_Score EWB_Score WE_Score TI_Score
  /PRINT=TWOTAIL NOSIG FULL
  /MISSING=PAIRWISE.
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outputViewer0000000025_heading.xml

  Output  Correlations  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Correlations  Notes   00000000251_lightNotesData.bin  Correlations   00000000252_lightTableData.bin






outputViewer0000000026.xml

  Output  Log  <html>
  <head>
    <style type="text/css">
      <!--
        p { color: 000000; font-family: Monospaced; font-size: 12pt; font-style: normal; font-weight: normal; text-decoration: none }
      -->
    </style>
    
  </head>
  <body>
    <font size="3" face="Monospaced" color="#000000">REGRESSION<br>&#160;&#160;/MISSING&#160;LISTWISE<br>&#160;&#160;/STATISTICS&#160;COEFF&#160;OUTS&#160;CI(95)&#160;R&#160;ANOVA&#160;CHANGE<br>&#160;&#160;/CRITERIA=PIN(.05)&#160;POUT(.10)<br>&#160;&#160;/NOORIGIN<br>&#160;&#160;/DEPENDENT&#160;EWB_Score<br>&#160;&#160;/METHOD=ENTER&#160;EL_Score.</font>
  </body>
</html>







00000000271_lightNotesData.bin





00000000272_lightTableData.bin





00000000273_lightTableData.bin





00000000274_lightTableData.bin





00000000275_lightTableData.bin





outputViewer0000000027_heading.xml

  Output  Regression  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Regression  Notes   00000000271_lightNotesData.bin  Variables Entered/Removed   00000000272_lightTableData.bin  Model Summary   00000000273_lightTableData.bin  ANOVA   00000000274_lightTableData.bin  Coefficients   00000000275_lightTableData.bin






outputViewer0000000028.xml

  Output  Log  <html>
  <head>
    <style type="text/css">
      <!--
        p { color: 000000; font-family: Monospaced; font-size: 12pt; font-style: normal; font-weight: normal; text-decoration: none }
      -->
    </style>
    
  </head>
  <body>
    <font size="3" face="Monospaced" color="#000000">REGRESSION<br>&#160;&#160;/MISSING&#160;LISTWISE<br>&#160;&#160;/STATISTICS&#160;COEFF&#160;OUTS&#160;CI(95)&#160;R&#160;ANOVA&#160;CHANGE<br>&#160;&#160;/CRITERIA=PIN(.05)&#160;POUT(.10)<br>&#160;&#160;/NOORIGIN<br>&#160;&#160;/DEPENDENT&#160;WE_Score<br>&#160;&#160;/METHOD=ENTER&#160;EL_Score.</font>
  </body>
</html>
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outputViewer0000000029_heading.xml

  Output  Regression  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Regression  Notes   00000000291_lightNotesData.bin  Variables Entered/Removed   00000000292_lightTableData.bin  Model Summary   00000000293_lightTableData.bin  ANOVA   00000000294_lightTableData.bin  Coefficients   00000000295_lightTableData.bin






outputViewer0000000030.xml

  Output  Log  <html>
  <head>
    <style type="text/css">
      <!--
        p { color: 000000; font-family: Monospaced; font-size: 12pt; font-style: normal; font-weight: normal; text-decoration: none }
      -->
    </style>
    
  </head>
  <body>
    <font size="3" face="Monospaced" color="#000000">REGRESSION<br>&#160;&#160;/MISSING&#160;LISTWISE<br>&#160;&#160;/STATISTICS&#160;COEFF&#160;OUTS&#160;CI(95)&#160;R&#160;ANOVA&#160;CHANGE<br>&#160;&#160;/CRITERIA=PIN(.05)&#160;POUT(.10)<br>&#160;&#160;/NOORIGIN<br>&#160;&#160;/DEPENDENT&#160;TI_Score<br>&#160;&#160;/METHOD=ENTER&#160;EL_Score&#160;EWB_Score&#160;WE_Score.</font>
  </body>
</html>
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  Output  Regression  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Regression  Notes   00000000311_lightNotesData.bin  Variables Entered/Removed   00000000312_lightTableData.bin  Model Summary   00000000313_lightTableData.bin  ANOVA   00000000314_lightTableData.bin  Coefficients   00000000315_lightTableData.bin






outputViewer0000000032.xml

  Output  Log  <head><style type="text/css">p{color:0;font-family:Monospaced;font-size:12pt;font-style:normal;font-weight:normal;text-decoration:none}</style></head><BR>* Encoding: UTF-8.
/* PROCESS version 5.0 */.
/* Written by Andrew F Hayes */.
/* www.afhayes.com */.
/* www.processmacro.org */.
/* Copyright 2013-2025 by Andrew F Hayes */.
/* Documented in http://www.guilford.com/p/hayes3 and supplements */.
/* This version of PROCESS works only on SPSS 26 or later */.
/* THIS CODE SHOULD BE DISTRIBUTED ONLY THROUGH PROCESSMACRO.ORG */.
/* AND NOT POSTED OR STORED ON ANY WEB PAGE OR SERVER WITHOUT PERMISSION */.
/* THIS SOFTWARE IS PROVIDED AS IS, WITHOUT WARRANTY OF ANY KIND */.
/* EXPRESS OR IMPLIED, INCLUDING BUT NOT LIMITED TO THE WARRANTIES OF */.
/* MERCHANTABILITY, FITNESS FOR A PARTICULAR PURPOSE AND NONINFRINGEMENT */.
/* IN NO EVENT SHALL THE COPYRIGHT HOLDERS BE LIABLE FOR ANY CLAIM, */.
/* DAMAGES OR OTHER LIABILITY, WHETHER IN AN ACTION OF CONTRACT, TORT */.
/* OR OTHERWISE, ARISING FROM, OUT OF OR IN CONNECTION WITH THE */.
/* SOFTWARE OR THE USE OR OTHER DEALINGS IN THE SOFTWARE */.
/* USE OF THIS SOFTWARE IMPLIES AGREEMENT WITH THESE TERMS */.
set printback=off.
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  Output  Matrix  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Matrix  Notes   00000000331_lightNotesData.bin  Text Output  <head><style type="text/css">p{color:0;font-family:Monospaced;font-size:12pt;font-style:normal;font-weight:normal;text-decoration:none}</style></head><BR>Run&nbsp;MATRIX&nbsp;procedure:<br></br><br></br>Copyright&nbsp;2013-2025&nbsp;by&nbsp;Andrew&nbsp;F.&nbsp;Hayes.&nbsp;ALL&nbsp;RIGHTS&nbsp;RESERVED.<br></br>This&nbsp;version&nbsp;of&nbsp;PROCESS&nbsp;requires&nbsp;SPSS&nbsp;version&nbsp;26&nbsp;or&nbsp;later<br></br>Workshop&nbsp;schedule&nbsp;available&nbsp;at&nbsp;haskayne.ucalgary.ca/CCRAM<br></br>In&nbsp;SPSS&nbsp;29&nbsp;and&nbsp;later,&nbsp;change&nbsp;default&nbsp;output&nbsp;font&nbsp;to&nbsp;Courier&nbsp;New&nbsp;for&nbsp;tidier<br></br>output.&nbsp;More&nbsp;information&nbsp;about&nbsp;PROCESS&nbsp;at&nbsp;processmacro.org/faq.html.<br></br>This&nbsp;beta&nbsp;release&nbsp;has&nbsp;not&nbsp;been&nbsp;completely&nbsp;tested.&nbsp;Use&nbsp;at&nbsp;your&nbsp;own&nbsp;risk.<br></br><br></br><br></br><br></br>*****************&nbsp;PROCESS&nbsp;Procedure&nbsp;for&nbsp;SPSS&nbsp;Version&nbsp;5.0&nbsp;*****************<br></br><br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;Written&nbsp;by&nbsp;Andrew&nbsp;F.&nbsp;Hayes,&nbsp;Ph.D.&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;www.afhayes.com<br></br>&nbsp;&nbsp;&nbsp;&nbsp;Documentation&nbsp;available&nbsp;in&nbsp;Hayes&nbsp;(2022).&nbsp;www.guilford.com/p/hayes3<br></br><br></br>***********************&nbsp;ANALYSIS&nbsp;NOTES&nbsp;AND&nbsp;ERRORS&nbsp;************************<br></br><br></br>ERROR:&nbsp;Variable&nbsp;names&nbsp;should&nbsp;be&nbsp;no&nbsp;more&nbsp;than&nbsp;eight&nbsp;characters&nbsp;in&nbsp;length.<br></br><br></br>------&nbsp;END&nbsp;MATRIX&nbsp;-----
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  Output  Matrix  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Matrix  Notes   00000000341_lightNotesData.bin  Text Output  <head><style type="text/css">p{color:0;font-family:Monospaced;font-size:12pt;font-style:normal;font-weight:normal;text-decoration:none}</style></head><BR>Run&nbsp;MATRIX&nbsp;procedure:<br></br><br></br>Copyright&nbsp;2013-2025&nbsp;by&nbsp;Andrew&nbsp;F.&nbsp;Hayes.&nbsp;ALL&nbsp;RIGHTS&nbsp;RESERVED.<br></br>This&nbsp;version&nbsp;of&nbsp;PROCESS&nbsp;requires&nbsp;SPSS&nbsp;version&nbsp;26&nbsp;or&nbsp;later<br></br>Workshop&nbsp;schedule&nbsp;available&nbsp;at&nbsp;haskayne.ucalgary.ca/CCRAM<br></br>In&nbsp;SPSS&nbsp;29&nbsp;and&nbsp;later,&nbsp;change&nbsp;default&nbsp;output&nbsp;font&nbsp;to&nbsp;Courier&nbsp;New&nbsp;for&nbsp;tidier<br></br>output.&nbsp;More&nbsp;information&nbsp;about&nbsp;PROCESS&nbsp;at&nbsp;processmacro.org/faq.html.<br></br>This&nbsp;beta&nbsp;release&nbsp;has&nbsp;not&nbsp;been&nbsp;completely&nbsp;tested.&nbsp;Use&nbsp;at&nbsp;your&nbsp;own&nbsp;risk.<br></br><br></br><br></br><br></br>*****************&nbsp;PROCESS&nbsp;Procedure&nbsp;for&nbsp;SPSS&nbsp;Version&nbsp;5.0&nbsp;*****************<br></br><br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;Written&nbsp;by&nbsp;Andrew&nbsp;F.&nbsp;Hayes,&nbsp;Ph.D.&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;www.afhayes.com<br></br>&nbsp;&nbsp;&nbsp;&nbsp;Documentation&nbsp;available&nbsp;in&nbsp;Hayes&nbsp;(2022).&nbsp;www.guilford.com/p/hayes3<br></br><br></br>**************************************************************************<br></br>&nbsp;&nbsp;Model:&nbsp;4<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;Y:&nbsp;TI_Scor<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;X:&nbsp;EL_Scor<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;M:&nbsp;EWB_Scor<br></br><br></br>Sample<br></br>Size:&nbsp;&nbsp;248<br></br><br></br>**************************************************************************<br></br><br></br>OUTCOME&nbsp;VARIABLE:<br></br>&nbsp;EWB_Scor<br></br><br></br>Model&nbsp;Summary<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;R&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;R-sq&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;MSE&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;F&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;df1&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;df2&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;p<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.8391&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.7041&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.2338&nbsp;&nbsp;&nbsp;585.4406&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;1.0000&nbsp;&nbsp;&nbsp;246.0000&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0000<br></br><br></br>Model<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;coeff&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;se&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;t&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;p&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;LLCI&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;ULCI<br></br>constant&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.4291&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.1385&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;3.0975&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0022&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.1563&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.7020<br></br>EL_Scor&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.9386&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0388&nbsp;&nbsp;&nbsp;&nbsp;24.1959&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0000&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.8622&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;1.0150<br></br><br></br>**************************************************************************<br></br><br></br>OUTCOME&nbsp;VARIABLE:<br></br>&nbsp;TI_Scor<br></br><br></br>Model&nbsp;Summary<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;R&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;R-sq&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;MSE&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;F&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;df1&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;df2&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;p<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.8347&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.6968&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.4499&nbsp;&nbsp;&nbsp;281.4841&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;2.0000&nbsp;&nbsp;&nbsp;245.0000&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0000<br></br><br></br>Model<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;coeff&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;se&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;t&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;p&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;LLCI&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;ULCI<br></br>constant&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;7.0894&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.1959&nbsp;&nbsp;&nbsp;&nbsp;36.1921&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0000&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;6.7036&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;7.4752<br></br>EL_Scor&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-.3596&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0989&nbsp;&nbsp;&nbsp;&nbsp;-3.6355&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0003&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-.5545&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-.1648<br></br>EWB_Scor&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-.8581&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0884&nbsp;&nbsp;&nbsp;&nbsp;-9.7030&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0000&nbsp;&nbsp;&nbsp;&nbsp;-1.0323&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-.6839<br></br><br></br>**************************&nbsp;TOTAL&nbsp;EFFECT&nbsp;MODEL&nbsp;****************************<br></br><br></br>OUTCOME&nbsp;VARIABLE:<br></br>&nbsp;TI_Scor<br></br><br></br>Model&nbsp;Summary<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;R&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;R-sq&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;MSE&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;F&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;df1&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;df2&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;p<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.7617&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.5802&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.6203&nbsp;&nbsp;&nbsp;340.0573&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;1.0000&nbsp;&nbsp;&nbsp;246.0000&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0000<br></br><br></br>Model<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;coeff&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;se&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;t&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;p&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;LLCI&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;ULCI<br></br>constant&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;6.7212&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.2256&nbsp;&nbsp;&nbsp;&nbsp;29.7872&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0000&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;6.2767&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;7.1656<br></br>EL_Scor&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-1.1650&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0632&nbsp;&nbsp;&nbsp;-18.4406&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0000&nbsp;&nbsp;&nbsp;&nbsp;-1.2895&nbsp;&nbsp;&nbsp;&nbsp;-1.0406<br></br><br></br><br></br>**************&nbsp;TOTAL,&nbsp;DIRECT,&nbsp;AND&nbsp;INDIRECT&nbsp;EFFECTS&nbsp;OF&nbsp;X&nbsp;ON&nbsp;Y&nbsp;**************<br></br><br></br>Total&nbsp;effect&nbsp;of&nbsp;X&nbsp;on&nbsp;Y<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;Effect&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;se&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;t&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;p&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;LLCI&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;ULCI<br></br>&nbsp;&nbsp;&nbsp;&nbsp;-1.1650&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0632&nbsp;&nbsp;&nbsp;-18.4406&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0000&nbsp;&nbsp;&nbsp;&nbsp;-1.2895&nbsp;&nbsp;&nbsp;&nbsp;-1.0406<br></br><br></br>Direct&nbsp;effect&nbsp;of&nbsp;X&nbsp;on&nbsp;Y<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;Effect&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;se&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;t&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;p&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;LLCI&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;ULCI<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-.3596&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0989&nbsp;&nbsp;&nbsp;&nbsp;-3.6355&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0003&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-.5545&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-.1648<br></br><br></br>Indirect&nbsp;effect(s)&nbsp;of&nbsp;X&nbsp;on&nbsp;Y:<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;Effect&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;BootSE&nbsp;&nbsp;&nbsp;BootLLCI&nbsp;&nbsp;&nbsp;BootULCI<br></br>EWB_Scor&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-.8054&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0958&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-.9937&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-.6182<br></br><br></br>***********************&nbsp;ANALYSIS&nbsp;NOTES&nbsp;AND&nbsp;ERRORS&nbsp;************************<br></br><br></br>Level&nbsp;of&nbsp;confidence&nbsp;for&nbsp;all&nbsp;confidence&nbsp;intervals&nbsp;in&nbsp;output:<br></br>&nbsp;&nbsp;95.0000<br></br><br></br>Number&nbsp;of&nbsp;bootstrap&nbsp;samples&nbsp;for&nbsp;percentile&nbsp;bootstrap&nbsp;confidence&nbsp;intervals:<br></br>&nbsp;&nbsp;5000<br></br><br></br>------&nbsp;END&nbsp;MATRIX&nbsp;-----
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  Output  Matrix  Title  <head><style type="text/css">p{color:0;font-family:SansSerif;font-size:14pt;font-style:normal;font-weight:bold;text-decoration:none}</style></head><BR>Matrix  Notes   00000000351_lightNotesData.bin  Text Output  <head><style type="text/css">p{color:0;font-family:Monospaced;font-size:12pt;font-style:normal;font-weight:normal;text-decoration:none}</style></head><BR>Run&nbsp;MATRIX&nbsp;procedure:<br></br><br></br>Copyright&nbsp;2013-2025&nbsp;by&nbsp;Andrew&nbsp;F.&nbsp;Hayes.&nbsp;ALL&nbsp;RIGHTS&nbsp;RESERVED.<br></br>This&nbsp;version&nbsp;of&nbsp;PROCESS&nbsp;requires&nbsp;SPSS&nbsp;version&nbsp;26&nbsp;or&nbsp;later<br></br>Workshop&nbsp;schedule&nbsp;available&nbsp;at&nbsp;haskayne.ucalgary.ca/CCRAM<br></br>In&nbsp;SPSS&nbsp;29&nbsp;and&nbsp;later,&nbsp;change&nbsp;default&nbsp;output&nbsp;font&nbsp;to&nbsp;Courier&nbsp;New&nbsp;for&nbsp;tidier<br></br>output.&nbsp;More&nbsp;information&nbsp;about&nbsp;PROCESS&nbsp;at&nbsp;processmacro.org/faq.html.<br></br>This&nbsp;beta&nbsp;release&nbsp;has&nbsp;not&nbsp;been&nbsp;completely&nbsp;tested.&nbsp;Use&nbsp;at&nbsp;your&nbsp;own&nbsp;risk.<br></br><br></br><br></br><br></br>*****************&nbsp;PROCESS&nbsp;Procedure&nbsp;for&nbsp;SPSS&nbsp;Version&nbsp;5.0&nbsp;*****************<br></br><br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;Written&nbsp;by&nbsp;Andrew&nbsp;F.&nbsp;Hayes,&nbsp;Ph.D.&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;www.afhayes.com<br></br>&nbsp;&nbsp;&nbsp;&nbsp;Documentation&nbsp;available&nbsp;in&nbsp;Hayes&nbsp;(2022).&nbsp;www.guilford.com/p/hayes3<br></br><br></br>**************************************************************************<br></br>&nbsp;&nbsp;Model:&nbsp;4<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;Y:&nbsp;TI_Scor<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;X:&nbsp;EL_Scor<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;M:&nbsp;WE_Scor<br></br><br></br>Sample<br></br>Size:&nbsp;&nbsp;248<br></br><br></br>**************************************************************************<br></br><br></br>OUTCOME&nbsp;VARIABLE:<br></br>&nbsp;WE_Scor<br></br><br></br>Model&nbsp;Summary<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;R&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;R-sq&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;MSE&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;F&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;df1&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;df2&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;p<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.7518&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.5652&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.3361&nbsp;&nbsp;&nbsp;319.7439&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;1.0000&nbsp;&nbsp;&nbsp;246.0000&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0000<br></br><br></br>Model<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;coeff&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;se&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;t&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;p&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;LLCI&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;ULCI<br></br>constant&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.9223&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.1661&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;5.5530&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0000&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.5951&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;1.2494<br></br>EL_Scor&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.8315&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0465&nbsp;&nbsp;&nbsp;&nbsp;17.8814&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0000&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.7399&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.9231<br></br><br></br>**************************************************************************<br></br><br></br>OUTCOME&nbsp;VARIABLE:<br></br>&nbsp;TI_Scor<br></br><br></br>Model&nbsp;Summary<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;R&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;R-sq&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;MSE&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;F&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;df1&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;df2&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;p<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.8372&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.7009&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.4437&nbsp;&nbsp;&nbsp;287.1206&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;2.0000&nbsp;&nbsp;&nbsp;245.0000&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0000<br></br><br></br>Model<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;coeff&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;se&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;t&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;p&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;LLCI&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;ULCI<br></br>constant&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;7.3930&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.2025&nbsp;&nbsp;&nbsp;&nbsp;36.5174&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0000&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;6.9943&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;7.7918<br></br>EL_Scor&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-.5592&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0810&nbsp;&nbsp;&nbsp;&nbsp;-6.9015&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0000&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-.7189&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-.3996<br></br>WE_Scor&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-.7285&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0733&nbsp;&nbsp;&nbsp;&nbsp;-9.9438&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0000&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-.8728&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-.5842<br></br><br></br>**************************&nbsp;TOTAL&nbsp;EFFECT&nbsp;MODEL&nbsp;****************************<br></br><br></br>OUTCOME&nbsp;VARIABLE:<br></br>&nbsp;TI_Scor<br></br><br></br>Model&nbsp;Summary<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;R&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;R-sq&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;MSE&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;F&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;df1&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;df2&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;p<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.7617&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.5802&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.6203&nbsp;&nbsp;&nbsp;340.0573&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;1.0000&nbsp;&nbsp;&nbsp;246.0000&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0000<br></br><br></br>Model<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;coeff&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;se&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;t&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;p&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;LLCI&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;ULCI<br></br>constant&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;6.7212&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.2256&nbsp;&nbsp;&nbsp;&nbsp;29.7872&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0000&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;6.2767&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;7.1656<br></br>EL_Scor&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-1.1650&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0632&nbsp;&nbsp;&nbsp;-18.4406&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0000&nbsp;&nbsp;&nbsp;&nbsp;-1.2895&nbsp;&nbsp;&nbsp;&nbsp;-1.0406<br></br><br></br><br></br>**************&nbsp;TOTAL,&nbsp;DIRECT,&nbsp;AND&nbsp;INDIRECT&nbsp;EFFECTS&nbsp;OF&nbsp;X&nbsp;ON&nbsp;Y&nbsp;**************<br></br><br></br>Total&nbsp;effect&nbsp;of&nbsp;X&nbsp;on&nbsp;Y<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;Effect&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;se&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;t&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;p&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;LLCI&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;ULCI<br></br>&nbsp;&nbsp;&nbsp;&nbsp;-1.1650&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0632&nbsp;&nbsp;&nbsp;-18.4406&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0000&nbsp;&nbsp;&nbsp;&nbsp;-1.2895&nbsp;&nbsp;&nbsp;&nbsp;-1.0406<br></br><br></br>Direct&nbsp;effect&nbsp;of&nbsp;X&nbsp;on&nbsp;Y<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;Effect&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;se&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;t&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;p&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;LLCI&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;ULCI<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-.5592&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0810&nbsp;&nbsp;&nbsp;&nbsp;-6.9015&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0000&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-.7189&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-.3996<br></br><br></br>Indirect&nbsp;effect(s)&nbsp;of&nbsp;X&nbsp;on&nbsp;Y:<br></br>&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;Effect&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;BootSE&nbsp;&nbsp;&nbsp;BootLLCI&nbsp;&nbsp;&nbsp;BootULCI<br></br>WE_Scor&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-.6058&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;.0826&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-.7743&nbsp;&nbsp;&nbsp;&nbsp;&nbsp;-.4458<br></br><br></br>***********************&nbsp;ANALYSIS&nbsp;NOTES&nbsp;AND&nbsp;ERRORS&nbsp;************************<br></br><br></br>Level&nbsp;of&nbsp;confidence&nbsp;for&nbsp;all&nbsp;confidence&nbsp;intervals&nbsp;in&nbsp;output:<br></br>&nbsp;&nbsp;95.0000<br></br><br></br>Number&nbsp;of&nbsp;bootstrap&nbsp;samples&nbsp;for&nbsp;percentile&nbsp;bootstrap&nbsp;confidence&nbsp;intervals:<br></br>&nbsp;&nbsp;5000<br></br><br></br>------&nbsp;END&nbsp;MATRIX&nbsp;-----
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Sarah_Zahedi_Thesis_Output_SPSS.pdf
PRESERVE.
SET DECI MAL DOT.

GET DATA [/ TYPE=TXT
/ FI LE=" C: \ User s\ LENOVO\ Deskt op\ sar ah_zahedi _survey_responses. csv"
/ ENCODI NG=" UTF8'
/ DELI M TERS=", "
/ QUALI FI ER="""
/ ARRANGEMENT=DELI M TED
| FI RSTCASE=2
/ LEADI NGSPACES | GNORE=YES
/| DATATYPEM N PERCENTAGE=95. 0
/ VARl ABLES=
Ti mest anp AUTO
I confirnthatlanover 18current| yenpl oyedi nt hehospitali AUTO
What i syour gender AUTO
What i syour agegr oup AUTO
What i syour current posi ti on AUTO
Howmanyyear shaveyouwor kedi nt hehospi tal i tyi ndustry AUTO
Whi cht ypeof or gani sati ondoyouwor ki n AUTO
Mymanager | i st enst owhat enpl oyeeshavet osay AUTO
Howof t endoesyour manager genui nel yconsi der enpl oyeef eedback AUTO
Mymanager makesf ai r andbal anceddeci si ons AUTO
Mymanager canbet r ust ed AUTO
Hownuchdoyout r ust your manager t oact i nenpl oyeesbesti nt AUTO
Mymanager di scussesbusi nesset hi csor val uesw t henpl oyees AUTO
Mymanager pr ovi dest hewor kr ot ashi ft swi t hsuffici entnoti ce AUTO
Hownmuchadvancenot i cedoyouusual | yrecei vef or your wor kr ot AUTO
Mymanager ensur est hat t henunber of hour sl wor ki sfai rand AUTO
Howsat i sfi edar eyouw t ht hef ai r nessof your wor ki nghours AUTO
I bel i evemymanager support sf ai rpaypracti cesi ncl udi ngcom AUTO
| f eel cheer f ul andi ngoodspi ritsatwork AUTO
| f eel cal mandr el axeddur i ngnywor ki nghours AUTO
Howof t endoyouf eel cal mandr el axedwhi | ewor ki ng AUTO
| f eel acti veandener getici nmyrol e AUTO
| f eel i nt erest edandengagedi nnydai | ywor k AUTO
Howof t endoyouf eel f ul | yengagedandi nt er est edi nyour wor k AUTO
| f eel t hat myj obcontri but espositivel ytomyoveral |l wel | bei AUTO
Howmuchdoyouagr eet hat your j obsupport syouroveral | wel | b AUTO
I ament husi ast i cabout nyj ob AUTO
| f eel proudof t hewor kt hat | do AUTO
lanresil i entinfaci ngchal | engesat work AUTO
Ti mef I i eswhenl amaor ki ng AUTO
I am nspi redbymywor k AUTO
| f eel happywhenl amnor ki ngi nt ensel y AUTO
| of t ent hi nkabout qui tti ngnyj ob AUTO
Iwi | | probabl yl ookf or anewj obi nt henext year AUTO
How i kel yar eyout osear chf or anewj obwi t hi nt henext year AUTO
i nt endt ol eavet hi sorgani sati onassoonasl fi ndabetterj AUTO
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Howst r ongi syouri nt enti ont ol eaveyour current or gani sati on AUTO
Pl easeshar eanyaddi t i onal t hought sonhowl eader shi pandmanag AUTO
/ VAP.

RESTORE.

CACHE.

EXECUTE.

Data witten to the working file.
38 variabl es and 253 cases witten.

Vari abl e: Ti mest anp Type: String Format : A67
Vari abl e: Iconfirnthat!lanover18current| yenpl oyedi nt hehospitali Type: String Format : A
39

Vari abl e: Whati syour gender Type: String Format : A66

Vari abl e: \Whati syour agegr oup Type: String Format : A86

Vari abl e: Whati syourcurrentposition Type: String Format : A27

Vari abl e Howranyyear shaveyouwor kedi nt hehospi tal i tyi ndustry Type: String Format : Al6

Vari abl e: Wi cht ypeof or gani sat i ondoyouwor ki n Type: String Format : Al5

Vari abl e: Mymanager| i st enst owhat enpl oyeeshavet osay Type: Nunmber Format : F1 On

e or nore values were set to systemm ssing.

Vari abl e: Howof t endoesyour nanager genui nel yconsi der enpl oyeef eedback Type: String Fornmat
A9

Vari abl e: Mymanager makesf ai r andbal anceddeci si ons Type: Nunber Format : F1 One
or nore val ues were set to systemm ssing.
Vari abl e: Mymanager canbet r ust ed Type: Nunber Format : F1 One or nore val ues we

re set to systemmni ssing.
Vari abl e Howruchdoyout r ust your managert oact i nenpl oyeesbesti nt Type: String Format : A9
Vari abl e Mynanager di scussesbusi nesset hi csorval ueswi t henpl oyees Type: Nunber Format

F1 One or nore values were set to systemnissing.
Vari abl e Mymanager pr ovi dest hewor kr ot ashi ft swi t hsufficientnotice  Type: Nunber Format
F1 One or nore values were set to systemm ssing.

Vari abl e Howruchadvancenoti cedoyouusual | yr ecei vef or your wor kr ot Type: String Format

A30

Vari abl e: Mymanager ensur est hat t henunber of hour sl wor ki sf ai rand Type: Nunber Format : F1
One or nore values were set to system m ssing.

Vari abl e: Howsati sfi edareyouw t ht hef ai r nessof your wor ki nghour s Type: String Format : Al

7

Vari abl e: | bel i evemymanager support sfairpaypracti cesi ncl udi ngcom Type: Nunber Format

F1 One or nore values were set to systemnissing.

Vari abl e: |feel cheerful andi ngoodspiritsatwork Type: Nunber Format : F1 One or
nmore val ues were set to systemm ssing.

Vari abl e: |feel cal nandr el axedduri ngmywor ki nghour s Type: Nunber Format : F1 One

or nore values were set to systemnissing.
Vari abl e: Howof t endoyouf eel cal mandr el axedwhi | eworking  Type: String Format : A9

Vari abl e: |feel activeandenergeticinmyrole Type: Number Format : F1 One or nore
val ues were set to systemm ssing.
Vari abl e: |feelinterestedandengagedi nmydai | ywor k Type: Nunber Format : F1 One

or nore val ues were set to systemm ssing.
Vari abl e: Howof t endoyouf eel ful | yengagedandi nt er est edi nyour wor k Type: String Format : A
9
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Variabl e: |feelthatmnyjobcontributespositivelytonyoverallwell bei Type: Nunber For mat

F1 One or nore values were set to systemni ssing.

Vari abl e: Howmuchdoyouagr eet hat your j obsupport syouroveral | wel I b Type: String Format : A
17

Vari abl e: | ament husi asti cabout nmyj ob Type: Nunber Format : F1 One or nore val ue
s were set to systemm ssing.

Vari abl e: |feel proudoftheworkt hat | do Type: Nunber Format : F1 One or nore valu
es were set to systemm ssing.

Vari abl e: lanresilientinfaci ngchal | engesat wor k Type: Nunber Format : F1 One or
nmore val ues were set to system m ssing.

Vari abl e: Ti nmefli eswhenl amwor ki ng Type: Number Format : F1 One or nore val ues

were set to system m ssing.

Vari abl e: | am nspi redbynywor k Type: Number Fornat : F1 One or nore val ues were
set to system mi ssing.

Vari abl e: |feel happywhenl amnor ki ngi nt ensel y Type: Nunber Format : F1 One or no
re values were set to systemmi ssing.

Vari abl e: | of t ent hi nkabout qui tti ngmyj ob Type: Nunber Format : F1 One or nore v
al ues were set to systemmi ssing.

Vari abl e: 1w || probablyl ookforanew obi nt henext year Type: Nunber Format : F1 On

e or nore values were set to systemm ssing.
Vari abl e: How i kel yar eyout osear chf or anewj obwi t hi nt henext year Type: String Fornmat : Al3
Vari abl e: |intendtol eavet hi sorgani sati onassoonasl fi ndabetter]j Type: Nunber Format : F1
One or nore values were set to systemnissing.
Vari abl e: Howstrongi syourintentiontol eaveyour current organi sati on Type: String Format
All
Vari abl e: Pl easeshar eanyaddi ti onal t hought sonhow eader shi pandmanag Type: String Format
A4AT

Substitute the following to build syntax for these data.
/ VARI ABLES=

Ti mest anp A67
I confirnthatl anover 18current| yenpl oyedi nt hehospitali A39
What i syour gender A66
\What i syour agegr oup A86
What i syour currentposition A27
Howranyyear shaveyouwor kedi nt hehospi talityi ndustry Al6
Whi cht ypeof or gani sat i ondoyouwor ki n A15
Mymanager | i st enst owhat enpl oyeeshavet osay F1
Howof t endoesyour manager genui nel yconsi der enpl oyeef eedback A9
Mymanager makesf ai r andbal anceddeci si ons F1
Mymanager canbet rusted F1
Hownmuchdoyout r ust your nanager t oact i nenpl oyeesbestint A9
Mymanager di scussesbusi nesset hi csor val uesw t henpl oyees F1
Mymanager provi dest hewor kr ot ashi ft swi t hsuffi ci entnotice F1
Howruchadvancenot i cedoyouusual | yr ecei vef or your wor kr ot  A30
Mymanager ensur est hat t henunber of hour sl wor ki sfai rand F1
Howsat i sfi edar eyouwi t ht hef ai r nessof your wor ki nghours Al17
| bel i evenymanager support sf ai r paypracti cesi ncl udi ngcom F1
| f eel cheerful andi ngoodspiritsatwork F1
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| f eel cal mandr el axeddur i ngnywor ki nghours F1

Howof t endoyouf eel cal mandr el axedwhi | ewor ki ng A9

| f eel acti veandenergeticinnyrole F1

| f eel i nt er est edandengagedi nnydai | ywor k F1

Howof t endoyouf eel f ul | yengagedandi nt er est edi nyourwor k A9

| f eel t hat nyj obcontri but espositivel ytomyoveral | wel | bei F1
Howruchdoyouagr eet hat your j obsuppor t syouroveral | wel | b Al7

| ament husi asti cabout nyj ob F1

| f eel proudoft hewor kt hat | do F1

I anresilientinfaci ngchal | engesat work F1

Ti mef | i eswhenl amwor ki ng F1

I am nspi redbymywor k F1

| f eel happywhenl amwor ki ngi nt ensely F1

| of t ent hi nkabout qui ttingnyj ob F1

Iwi | | probabl yl ookf or anewj obi nt henextyear F1

How i kel yar eyout osear chf or anewj obwi t hi nt henext year A13

I'i nt endt ol eavet hi sorgani sati onassoonasl fi ndabetterj F1
Howst r ongi syouri nt enti ont ol eaveyour cur rent or gani sati on All
Pl easeshar eanyaddi ti onal t hought sonhowl eader shi pandmanag A447

DATASET NAME Dat aSet 1 W NDOWEFRONT.
RECODE EL2 (' Never'=1) ('Rarely'=2) ('Sonetines'=3) ('Oten' =4) (' A ways'=5) INTO EL2_num

VARI ABLE LABELS EL2_num ' EL2 recoded’

EXECUTE.

RECODE EL2 EL5 (' Never'=1) ('Rarely'=2) ('Sonetinmes'=3) ('Oten' =4) ('Always'=5) INTO EL2
_hum

EL5_num
VARI ABLE LABELS EL2_num'EL2 recoded' /EL5_num'EL5 recoded'.
EXECUTE.

RECODE EL2 EL5 EL8 EWB3 (' Never'=1) ('Rarely'=2) ('Sonetines'=3) ('Oten' =4) ('A ways'=5)
I NTO
EL2 num EL5 num EL8 num EWB3_num

>Warning # 4638 in colum 25. Text: (
>String variabl es being recoded differ in length. The recode may be
>ji nappropriate for some of the variables.
VARI ABLE LABELS EL2 _num ' EL2 recoded' /EL5 num'EL5 recoded' /EL8 num'EL8 recoded /EWB
3_num
' EWB3 recoded’
EXECUTE.
RECODE EL2 EL5 EL8 EWB3 EWB6 (' Never'=1) ('Rarely'=2) ('Sonetinmes'=3) ('Oten' =4) ('A way
s'=5) INTO
EL2_num EL5_num EL8_num EWB3_num EWB6_num

>Warning # 4638 in colum 30. Text: (

>String variabl es being recoded differ in length. The recode may be
>i nappropriate for some of the variables.
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VARI ABLE LABELS EL2 num'EL2 recoded' /EL5 num'EL5 recoded' /EL8 num'EL8 recoded /EWB
3_num

' EWB3 recoded' /EWB6_num ' EVB6 recoded' .
EXECUTE.
RECODE EL2 EL5 EL8 EWB3 EWB6 (' On the sanme day'=1) (' One day in advance'=2) ('A few days
in'+

"advance' =3) (' About one week in advance'=4) ('More than two weeks in advance' =5) | NT
O EL2_num

EL5 num EL8 num EVB3_num EVB6_num

>Warning # 4638 in colum 30. Text: (
>String variabl es being recoded differ in length. The recode may be
>ji nappropriate for sonme of the variables.

>Warning # 4624 in colum 50. Text: )

>The precedi ng RECODE specifies a value to be recoded that is |onger than sone
>variable(s) in the recode. The shorter values will be padded with bl anks for
>t he conpari son.

>Warning # 4624 in colum 75. Text: )

>The precedi ng RECODE specifies a value to be recoded that is |onger than sone
>variable(s) in the recode. The shorter values will be padded with bl anks for
>t he conpari son.

>Warning # 4624 in colum 16. Text: )

>The precedi ng RECODE specifies a value to be recoded that is |onger than sone
>variable(s) in the recode. The shorter values will be padded with bl anks for
>t he conpari son.

>Warning # 4624 in colum 48. Text: )

>The precedi ng RECODE specifies a value to be recoded that is |onger than sone
>variable(s) in the recode. The shorter values will be padded wi th bl anks for
>t he conpari son.

>Warning # 4624 in colum 85. Text: )
>The precedi ng RECODE specifies a value to be recoded that is |onger than sone
>variabl e(s) in the recode. The shorter values will be padded with bl anks for
>t he conpari son.
VARI ABLE LABELS EL2 num ' EL2 recoded' /EL5 num'EL5 recoded' /EL8 num'EL8 recoded /EWB
3_num
' EMB3 recoded' /EWB6_num ' EVWB6 recoded' .
EXECUTE.
RECODE EL2 EL5 EL8 EWB3 EWB6 EL10 (' Very Dissatisfied =1) ('Dissatisfied =2) ('Neutral'=3
)
('Satisfied =4) ('Very Satisfied =5) | NTO EL2_num EL5_num EL8_num EWB3_num EWB6_num E
L10_num

>Warning # 4638 in colum 35. Text: (
>String variabl es being recoded differ in length. The recode may be
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>i nappropriate for some of the variables.

>Warning # 4624 in colum 57. Text: )

>The precedi ng RECODE specifies a value to be recoded that is |onger than sone
>variabl e(s) in the recode. The shorter values will be padded with bl anks for
>t he conpari son.

>Warning # 4624 in colum 76. Text: )

>The precedi ng RECODE specifies a value to be recoded that is |onger than sone
>variable(s) in the recode. The shorter values will be padded with bl anks for
>t he conpari son.

>Warning # 4624 in colum 40. Text: )
>The precedi ng RECODE specifies a value to be recoded that is |onger than sone
>variable(s) in the recode. The shorter values will be padded with bl anks for
>t he conpari son.
VARI ABLE LABELS EL2 num'EL2 recoded' /EL5 num'EL5 recoded' /EL8 num'EL8 recoded /EWB
3_num

' EWB3 recoded' /EWB6_num ' EWB6 recoded' /EL10_num'EL10 recoded'.
EXECUTE.
RECODE EL2 EL5 EL8 EWB3 EWB6 EL10 EWB8 (' Strongly Disagree' =1) ('Di sagree' =2) ('Neutral'=
3)

(" Mostly Agree' =4) (' Conpletely Agree'=5) INTO EL2 num EL5 num EL8 num EWB3_num EWB6__
num EL10_num

EVB8 _num

>Warning # 4638 in colum 40. Text: (
>String variabl es being recoded differ in length. The recode may be
>ji nappropriate for some of the variables.

>Warning # 4624 in colum 62. Text: )

>The precedi ng RECODE specifies a value to be recoded that is |onger than sone
>variable(s) in the recode. The shorter values will be padded with bl anks for
>t he conpari son.

>Warning # 4624 in colum 22. Text: )

>The precedi ng RECODE specifies a value to be recoded that is |onger than sone
>variabl e(s) in the recode. The shorter values will be padded with bl anks for
>t he conpari son.

>Warning # 4624 in colum 45. Text: )
>The precedi ng RECODE specifies a value to be recoded that is |onger than sone
>variabl e(s) in the recode. The shorter values will be padded with bl anks for
>t he conpari son.
VARI ABLE LABELS EL2_num'EL2 recoded' /EL5_num'EL5 recoded' /EL8 _num'EL8 recoded /EWB
3_num
' EWB3 recoded' /EWB6_num ' EWB6 recoded' /EL10 _num'EL10 recoded' /EWB8 num' EWB8 reco
ded' .
EXECUTE.
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RECODE EL2 EL5 EL8 EWB3 EWB6 EL10 EWB8 TI3 ('Very Unlikely' =1) ('Unlikely' =2) ('Neutral'=
3)

("Likely' =4) ('Very Likely'=5) INTO EL2_num EL5_num EL8_num EWB3_num EWB6_num EL10_nu
m EVB8_num

Tl 3_num

>Warning # 4638 in colum 44. Text: (
>String variabl es being recoded differ in length. The recode may be
>i nappropriate for some of the variables.

>Warning # 4624 in colum 62. Text: )

>The precedi ng RECODE specifies a value to be recoded that is |onger than sone
>variabl e(s) in the recode. The shorter values will be padded with bl anks for
>t he conpari son.

>Warning # 4624 in colum 34. Text: )
>The precedi ng RECODE specifies a value to be recoded that is |onger than sone
>variable(s) in the recode. The shorter values will be padded with bl anks for
>t he conpari son.
VARl ABLE LABELS EL2_num 'EL2 recoded' /EL5_num'EL5 recoded' /EL8 _num'EL8 recoded /EWB
3_num
' EWB3 recoded' /EWB6_num ' EWB6 recoded' /EL10_num'EL10 recoded' /EWB8 _num' EWB8 reco
ded’
/TI3_num "' TI3 recoded' .
EXECUTE.
RECODE EL2 EL5 EL8 EWB3 EWB6 EL10 EWB8 TI3 TI5 ('Very Weak'=1) (' Weak'=2) (' Moderate' =3)
("Strong' =4) ('Very Strong' =5) I NTO EL2_num EL5_num EL8_num EWB3_num EWB6_num EL10_nu
m EVB8_num
TI 3_num Tl 5_num

>Warning # 4638 in colum 48. Text: (
>String variabl es being recoded differ in length. The recode may be
>i nappropriate for some of the variables.

>Warning # 4624 in colum 34. Text: )
>The precedi ng RECODE specifies a value to be recoded that is |onger than sone
>variabl e(s) in the recode. The shorter values will be padded with bl anks for
>t he conpari son.
VARI ABLE LABELS EL2 num ' EL2 recoded' /EL5 num'EL5 recoded' /EL8 num'EL8 recoded /EWB
3_num
' EMB3 recoded' /EWB6_num ' EWB6 recoded' /EL10 num ' EL10 recoded' /EWB8 num ' EWB8 reco

ded’
/TI3_num'TI3 recoded" /TI5 _num'TI5 recoded'.
EXECUTE.
COWUTE EL_Scor e=MEAN(EL1, EL2_num EL3, EL4, EL5_num EL6, EL7, EL8_num EL9, EL10_num
EL11).
EXECUTE.

COWPUTE EWB_Scor e=MEAN( EVB1, EWB2, EWB3_num EWB4, EWB5, EWB6_num EWB7, EWB8_nunj.
EXECUTE.
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COWUTE WE_Scor e=MEAN(VE1, WE2, WE3, WE4, WE5, WEG).

EXECUTE.

COWPUTE Tl _Score=MEAN(TI'1, TI2, TI3_num Ti4, TI5 num.

EXECUTE.

SAVE QUTFI LE=' C: \ User s\ LENOVO\ Deskt op\ sar ah_zahedi _t hesi s. sav'

/ COVPRESSED.
RELI ABI LI TY

/ VARl ABLES=EL1 EL3 EL4 EL6 EL7 EL9 EL11 EL2_num EL5_num EL8_num EL10_num

/ SCALE(' ALL VARI ABLES' ) ALL

/ MODEL=ALPHA.

Reliability

Output Created
Comments

Input

Missing Value Handling

Syntax

Resources

Notes

Data

Active Dataset
Filter

Weight

Split File

N of Rows in Working Data
File

Matrix Input

Definition of Missing

Cases Used

Processor Time

Elapsed Time

24-APR-2026 02:56:32

(=
\Users\LENOVO\Desktop\
sarah_zahedi_thesis.sav

DataSetl
<none>
<none>
<none>

253

User-defined missing
values are treated as
missing.

Statistics are based on all
cases with valid data for
all variables in the
procedure.

RELIABILITY
/VARIABLES=EL1 EL3
EL4 EL6 EL7 EL9 EL11
EL2 num EL5 num
EL8 num EL10_num
/ISCALE(ALL
VARIABLES') ALL
IMODEL=ALPHA.

00:00:00.00
00:00:00.24

[ Dat aSet 1] C:\ User s\ LENOVO\ Deskt op\ sar ah_zahedi _t hesi s. sav
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Scale: ALL VARIABLES

Case Processing Summary

N %
Cases Valid 247 97.6
Excluded® 6 2.4
Total 253 100.0

a. Listwise deletion based on all variables in the procedure.

Reliability Statistics

Cronbach's
Alpha N of Items
.920 11

RELI ABI LI TY

/ VARl ABLESSEVB1 EVB2 EVB4 EVBB5 EVB7 EWB3_num EVB6_num EWB8_num
/ SCALE(" ALL VARI ABLES ) ALL
/ MODEL=ALPHA

Reliability
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Notes

Output Created
Comments

Input Data

Active Dataset
Filter

Weight

Split File

N of Rows in Working Data
File

Matrix Input

Missing Value Handling Definition of Missing

Cases Used
Syntax
Resources Processor Time
Elapsed Time

24-APR-2026 02:58:14

C:
\Users\LENOVO\Desktop\
sarah_zahedi_thesis.sav

DataSetl
<none>
<none>
<none>

253

User-defined missing
values are treated as
missing.

Statistics are based on all
cases with valid data for
all variables in the
procedure.

RELIABILITY
/VARIABLES=EWB1
EWB2 EWB4 EWB5
EWB7 EWB3_num
EWB6_num EWB8_num
/ISCALE(ALL
VARIABLES') ALL
/MODEL=ALPHA.

00:00:00.02
00:00:00.03

Scale: ALL VARIABLES

Case Processing Summary

N %
Cases Valid 247 97.6
Excluded® 6 2.4
Total 253 100.0

a. Listwise deletion based on all variables in the procedure.
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Reliability Statistics

Cronbach's
Alpha N of Items
.946 8

RELI ABI LI TY

/ VARl ABLESSWE1 WE2 WE3 WE4 WVE5 WE6
/ SCALK(' ALL VARI ABLES) ALL
/ MODEL=ALPHA

Reliability

Notes

Output Created
Comments

Input Data

Active Dataset
Filter

Weight

Split File

N of Rows in Working Data
File

Matrix Input

Missing Value Handling Definition of Missing

Cases Used
Syntax
Resources Processor Time
Elapsed Time

24-APR-2026 02:59:44

C:
\Users\LENOVO\Desktop\
sarah_zahedi_thesis.sav

DataSetl
<none>
<none>
<none>

253

User-defined missing
values are treated as
missing.

Statistics are based on all
cases with valid data for
all variables in the
procedure.

RELIABILITY
/VARIABLES=WE1 WE2

WE3 WE4 WES WEG6
/SCALE(ALL

VARIABLES') ALL
/MODEL=ALPHA.

00:00:00.02
00:00:00.06

Scale: ALL VARIABLES
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Case Processing Summary

N %
Cases Valid 247 97.6
Excluded? 6 2.4
Total 253 100.0

a. Listwise deletion based on all variables in the procedure.

Reliability Statistics

Cronbach's
Alpha N of Items
.895 6

RELI ABI LI TY

/VARI ABLES=TI1 TI2 TI4 TI3_num TI 5_num

/ SCALE(" ALL VARI ABLES ) ALL
/ MODEL=ALPHA

Reliability
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Notes

Output Created
Comments

Input Data

Active Dataset
Filter

Weight

Split File

N of Rows in Working Data
File

Matrix Input

Missing Value Handling Definition of Missing

Cases Used
Syntax
Resources Processor Time
Elapsed Time

24-APR-2026 03:00:19

C:
\Users\LENOVO\Desktop\
sarah_zahedi_thesis.sav

DataSetl
<none>
<none>
<none>

253

User-defined missing
values are treated as
missing.

Statistics are based on all
cases with valid data for
all variables in the
procedure.

RELIABILITY
/VARIABLES=TI1 TI2 TI4

TI3_num TI5_num
/SCALE(ALL

VARIABLES') ALL
/MODEL=ALPHA.

00:00:00.00
00:00:00.05

Scale: ALL VARIABLES

Case Processing Summary

N %
Cases Valid 248 98.0
Excluded? 5 2.0
Total 253 100.0

a. Listwise deletion based on all variables in the procedure.
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Reliability Statistics

Cronbach's
Alpha N of Items
.954 5

FREQUENCI ES VARl ABLES=Gender AgeG oup Position YearsExp O gType

/ BARCHART PERCENT
/ ORDER=ANALYSI S

Frequencies

Output Created
Comments

Input

Missing Value Handling

Syntax

Resources

Notes

Data

Active Dataset
Filter

Weight

Split File

N of Rows in Working Data
File

Definition of Missing

Cases Used

Processor Time

Elapsed Time

24-APR-2026 03:02:47

(@
\Users\LENOVO\Desktop\
sarah_zahedi_thesis.sav

DataSetl
<none>
<none>
<none>

253

User-defined missing
values are treated as
missing.

Statistics are based on all
cases with valid data.

FREQUENCIES
VARIABLES=Gender
AgeGroup Position
YearsExp OrgType
/BARCHART PERCENT
/ORDER=ANALYSIS.

00:00:01.81
00:00:04.93
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Statistics

Gender AgeGroup Position YearseExp  OrgType
N Valid 253 253 253 253 253
Missing 0 0 0 0 0
Frequency Table
Gender
Cumulative
Frequency Percent Valid Percent Percent
Valid 4 1.6 1.6 1.6
Female 126 49.8 49.8 51.4
Male 104 41.1 41.1 92.5
poor leadership creates 1 A4 A4 92.9
confusion and lowers
motivation. Over time
Prefer not to say 18 7.1 7.1 100.0
Total 253 100.0 100.0
AgeGroup
Cumulative
Frequency Percent Valid Percent Percent
Valid 4 1.6 1.6 1.6
18-24 60 23.7 23.7 25.3
25-34 63 24.9 24.9 50.2
35-44 71 28.1 28.1 78.3
45-54 39 15.4 15.4 93.7
55+ 15 5.9 5.9 99.6
this can affect not only 1 4 A4 100.0
productivity but also how
long someone wants to stay
in a job
Total 253 100.0 100.0






Position

Cumulative
Frequency Percent Valid Percent Percent
Valid 8 3.2 3.2 3.2
Accounting 1 4 A4 3.6
An event manager assistant 1 A4 A4 4.0
Apprentice 1 A4 A4 4.3
assistant 1 A4 4 4.7
Bar 1 4 4 51
Bar tender 6 2.4 2.4 7.5
Barista 14 5.5 515 13.0
Barista/bar staff 1 A4 4 134
Bartender 2 .8 .8 14.2
Brasserie 1 A4 4 14.6
Cafe 1 4 4 15.0
Catering assistant 1 4 A4 154
chef 1 4 4 15.8
Chef 12 4.7 4.7 20.6
Chef assistant 5 2.0 20 225
Cleaner 4 1.6 1.6 241
Cruise Entertainer 1 4 4 24.5
Cruise Ship Entertainer 1 A4 A4 24.9
Customer service 1 4 4 253
Dancer 6 2.4 24 27.7
Delivery person 1 4 A4 28.1
Driver 2 .8 .8 28.9
Employee 2 .8 .8 29.6
Entertainer 3 1.2 1.2 30.8
Event Coordinator 1 4 4 31.2
Event Planner 1 A4 4 31.6
Executive 1 4 4 32.0
Faculty member 1 4 A4 324
Food & Beverage Assistant 1 4 A4 32.8
Food and beverage 1 4 A4 33.2
manager
Food and Beverage 2 .8 .8 34.0

Manager
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Position

Cumulative
Frequency Percent Valid Percent Percent
Food and Beverages 1 A4 A4 34.4
Food Supplier 2 .8 .8 35.2
Front desk 3 1.2 1.2 36.4
Front Desk 7 2.8 2.8 39.1
Front-of-house 1 4 4 395
Gardener 1 4 4 39.9
General manager 3 1.2 1.2 41.1
General Manager 2 .8 .8 41.9
Guest experience expert 2 .8 .8 42.7
Guest relation manager 1 4 A4 43.1
Host 2 .8 .8 43.9
Hosting 1 A4 A4 44.3
Hot plate manager 1 A4 A4 44.7
Hotel Deputy Manager 1 4 A4 45.1
Hotel manager 1 A4 4 45.5
Hotel Manager 2 .8 .8 46.2
Hotel owner 1 4 4 46.6
Hotel Owner 2 .8 .8 47.4
Hotel receptionist 1 4 A4 47.8
House keeper 1 4 A4 48.2
House keeping 1 A4 A4 48.6
House keeping & cafe 1 4 A4 49.0
Housekeeper 8 3.2 3.2 52.2
Housekeeping 1 4 4 52.6
Housekeeping supervisor 1 A4 A4 53.0
Housekeeping Supervisor 1 4 A4 53.4
Kitchen assistant 3 1.2 1.2 54.5
Kitchen Assistant 1 4 4 54.9
Line Manager 6 2.4 2.4 57.3
Maintenance 6 2.4 2.4 59.7
Manager 4 1.6 1.6 61.3
Manager assistant 1 A4 A4 61.7
Manager Assistant 1 4 A4 62.1
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Position

Cumulative
Frequency Percent Valid Percent Percent

Manger 1 4 4 62.5
Marketing manager 2 .8 .8 63.2
Mixologist 1 A4 4 63.6
Musician 3 1.2 1.2 64.8
Night Porter 2 .8 .8 65.6
Others 1 4 4 66.0
PA 1 A4 A4 66.4
Porter 4 1.6 1.6 68.0
Porters 1 A A4 68.4
Private Music Teacher 1 4 4 68.8
Publican 1 A4 4 69.2
Reception 4 1.6 1.6 70.8
Reception and cafe 1 A4 A4 71.1
Receptionist 14 5.5 5.5 76.7
Recreational manager 1 4 A4 77.1
Restaurant Owner 3 1.2 1.2 78.3
Retired 1 4 4 78.7
Sale assistant 1 4 4 79.1
Sale manager 2 .8 .8 79.8
Sale marketing manager 1 A4 A4 80.2
Sales and Marketing 1 A4 4 80.6
Manager

Sales assistant 1 4 4 81.0
Security 1 4 A4 81.4
Security guard 2 .8 .8 82.2
Security Guard 3 1.2 1.2 83.4
Spa manager 1 4 4 83.8
Spa Owner 1 A4 4 84.2
Supervisor 3 1.2 1.2 85.4
Team member 1 A4 4 85.8
Tour manager 1 4 4 86.2
Tourist Guide 1 4 4 86.6
Travel Advisor 1 4 4 87.0
Travel agency Manager 1 4 4 87.4
Travel agent 2 .8 .8 88.1
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Position

Cumulative
Frequency Percent Valid Percent Percent
Travel Agent 2 .8 .8 88.9
Travel agent assistant 1 4 A4 89.3
Waiter 7 2.8 2.8 92.1
Waitress 18 7.1 7.1 99.2
Waitresse 1 4 4 99.6
Wedding planner 1 4 A4 100.0
Total 253 100.0 100.0
YearsExp
Cumulative
Frequency Percent Valid Percent Percent
Valid 6 24 2.4 2.4
1-3 years 87 34.4 34.4 36.8
4-7 years 55 21.7 21.7 58.5
8+ years 50 19.8 19.8 78.3
Less than 1 year 55 21.7 21.7 100.0
Total 253 100.0 100.0
OrgType
Cumulative
Frequency Percent  Valid Percent Percent
Valid o 2.0 2.0 2.0
Bar 38 15.0 15.0 17.0
Hotel 83 32.8 32.8 49.8
Others 19 7.5 7.5 57.3
Restaurant 54 21.3 21.3 78.7
Tourism Service 54 21.3 213 100.0
Total 253 100.0 100.0

Bar Chart





Percent

Percent

Gender

50

40

30

20

10

Female Male poor leadership  Prefer not to say
creates confusion
and lowers
motivation. Over
time
Gender
AgeGroup

30

20

10

18-24 25-34 35-44 45-54 55+ this can
affect not
only
productivity
but also how
long
someone
wants to stay
in a job

AgeGroup
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Position

<

1us9lad

Wedding planner

Travel agent assistant
Travel Advisor
Supervisor

Security guard

Sale marketing manager
Restaurant Owner
Reception

Porter

Musician

Manager Assistant

Line Manager
Housekeeping supervisor
House keeping

Hotel owner

Hot plate manager
Guest experience expert
Front-of-house

Food and Beverages
Faculty member
Entertainer

Dancer

Cleaner

Catering assistant
Barista/bar staff
assistant

Position

YearsExp

40

30

o
N

ITERIER

10

4-7 years 8+ years Less than 1 year

1-3 years

YearsExp
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OrgType

40

30

IS
[}
bt
o 20
o
10
0
Bar Hotel Others Restaurant Tourism
Service
OrgType
FI LTER OFF.
USE ALL.
SELECT | F (Consent = "Yes").
EXECUTE
RELI ABI LI TY

/VARI ABLES=TI'1 TI2 TI4 TI3 _num TI 5_num
/ SCALK' ALL VARI ABLES ) ALL
/ MODEL=ALPHA

Reliability

Page 22





Output Created
Comments

Input

Missing Value Handling

Syntax

Resources

Notes

Data

Active Dataset
Filter

Weight

Split File

N of Rows in Working Data
File

Matrix Input

Definition of Missing

Cases Used

Processor Time

Elapsed Time

24-APR-2026 03:08:53

C:
\Users\LENOVO\Desktop\
sarah_zahedi_thesis.sav

DataSetl
<none>
<none>
<none>

248

User-defined missing
values are treated as
missing.

Statistics are based on all
cases with valid data for
all variables in the
procedure.

RELIABILITY
/VARIABLES=TI1 TI2 TI4

TI3_num TI5_num
/SCALE(ALL

VARIABLES') ALL
/MODEL=ALPHA.

00:00:00.00
00:00:00.06

Scale: ALL VARIABLES

Case Processing Summary

N %
Cases Valid 248 100.0
Excluded? 0 .0
Total 248 100.0

a. Listwise deletion based on all variables in the procedure.
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Reliability Statistics

Cronbach's
Alpha N of Items
.954 5

RELI ABI LI TY

/ VARl ABLESSWE1 WE2 WE3 WE4 WVE5 WE6
/ SCALK(' ALL VARI ABLES) ALL
/ MODEL=ALPHA

Reliability

Notes

Output Created
Comments

Input Data

Active Dataset
Filter

Weight

Split File

N of Rows in Working Data
File

Matrix Input

Missing Value Handling Definition of Missing

Cases Used
Syntax
Resources Processor Time
Elapsed Time

24-APR-2026 03:09:31

C:
\Users\LENOVO\Desktop\
sarah_zahedi_thesis.sav

DataSetl
<none>
<none>
<none>

248

User-defined missing
values are treated as
missing.

Statistics are based on all
cases with valid data for
all variables in the
procedure.

RELIABILITY
/VARIABLES=WE1 WE2

WE3 WE4 WES WEG6
/SCALE(ALL

VARIABLES') ALL
/MODEL=ALPHA.

00:00:00.02
00:00:00.03

Scale: ALL VARIABLES
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Case Processing Summary

N %
Cases Valid 247 99.6
Excluded? 1 A4
Total 248 100.0

a. Listwise deletion based on all variables in the procedure.

Reliability Statistics

Cronbach's
Alpha N of Items
.895 6

RELI ABI LI TY

/ VARl ABLES-EVB1 EV\B2 EV\B4 EVBB5 EVB7 EVWB3_num EVBB6_num EVB8_num
/ SCALE(" ALL VARI ABLES ) ALL
/ MODEL=ALPHA

Reliability
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Notes

Output Created
Comments

Input Data

Active Dataset
Filter

Weight

Split File

N of Rows in Working Data
File

Matrix Input

Missing Value Handling Definition of Missing

Cases Used
Syntax
Resources Processor Time
Elapsed Time

24-APR-2026 03:10:22

C:
\Users\LENOVO\Desktop\
sarah_zahedi_thesis.sav

DataSetl
<none>
<none>
<none>

248

User-defined missing
values are treated as
missing.

Statistics are based on all
cases with valid data for
all variables in the
procedure.

RELIABILITY
/VARIABLES=EWB1
EWB2 EWB4 EWB5
EWB7 EWB3_num
EWB6_num EWB8_num
/ISCALE(ALL
VARIABLES') ALL
/MODEL=ALPHA.

00:00:00.02
00:00:00.05

Scale: ALL VARIABLES

Case Processing Summary

N %
Cases Valid 247 99.6
Excluded? 1 A4
Total 248 100.0

a. Listwise deletion based on all variables in the procedure.
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Reliability Statistics

Cronbach's
Alpha N of Items
.946 8

RELI ABI LI TY

/ VARl ABLES=EL1 EL3 EL4 EL6 EL7 EL9 EL11 EL2 num EL5_num EL8_num EL10_num

/ SCALK(' ALL VARI ABLES) ALL

/ MODEL=ALPHA

Reliability

Output Created
Comments

Input

Missing Value Handling

Syntax

Resources

Notes

Data

Active Dataset
Filter

Weight

Split File

N of Rows in Working Data
File

Matrix Input

Definition of Missing

Cases Used

Processor Time

Elapsed Time

24-APR-2026 03:11:28

C:
\Users\LENOVO\Desktop\
sarah_zahedi_thesis.sav

DataSetl
<none>
<none>
<none>

248

User-defined missing
values are treated as
missing.

Statistics are based on all
cases with valid data for
all variables in the
procedure.

RELIABILITY
/VARIABLES=EL1 EL3
EL4 EL6 EL7 EL9 EL11
EL2_num EL5_num
EL8_num EL10_num
/ISCALE(ALL
VARIABLES') ALL
/MODEL=ALPHA.

00:00:00.02
00:00:00.04
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Scale: ALL VARIABLES

Case Processing Summary

N %
Cases Valid 247 99.6
Excluded? 1 A4
Total 248 100.0

a. Listwise deletion based on all variables in the procedure.

Reliability Statistics

Cronbach's
Alpha N of Items
.920 11

FREQUENCI ES VARl ABLES=Gender AgeG oup Position YearsExp O gType

/ BARCHART PERCENT
/ ORDER=ANALYSI S

Frequencies
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Notes

Output Created 24-APR-2026 03:12:05
Comments

Input Data C:
\Users\LENOVO\Desktop\
sarah_zahedi_thesis.sav

Active Dataset DataSetl
Filter <none>
Weight <none>
Split File <none>
N of Rows in Working Data 248
File
Missing Value Handling Definition of Missing User-defined missing
values are treated as
missing.
Cases Used Statistics are based on all
cases with valid data.
Syntax FREQUENCIES

VARIABLES=Gender

AgeGroup Position

YearsExp OrgType
/BARCHART PERCENT
/ORDER=ANALYSIS.

Resources Processor Time 00:00:01.53
Elapsed Time 00:00:01.50
Statistics

Gender AgeGroup Position YearseExp = OrgType

N Valid 248 248 248 248 248
Missing 0 0 0 0 0

Frequency Table

Gender
Cumulative
Frequency Percent Valid Percent Percent
Valid Female 126 50.8 50.8 50.8
Male 104 41.9 41.9 92.7
Prefer not to say 18 7.3 7.3 100.0
Total 248 100.0 100.0
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AgeGroup

Cumulative
Frequency Percent Valid Percent Percent
Valid 18-24 60 24.2 24.2 24.2
25-34 63 254 254 49.6
35-44 71 28.6 28.6 78.2
45-54 39 15.7 15.7 94.0
55+ 15 6.0 6.0 100.0
Total 248 100.0 100.0
Position
Cumulative
Frequency Percent Valid Percent Percent
Valid 3 1.2 1.2 1.2
Accounting 1 A4 A4 1.6
An event manager assistant 1 A4 4 2.0
Apprentice 1 A4 4 2.4
assistant 1 4 4 2.8
Bar 1 4 4 3.2
Bar tender 6 24 24 5.6
Barista 14 5.6 5.6 11.3
Barista/bar staff 1 4 4 11.7
Bartender 2 .8 .8 12.5
Brasserie 1 4 4 12.9
Cafe 1 A4 A4 13.3
Catering assistant 1 4 4 13.7
chef 1 4 4 14.1
Chef 12 4.8 4.8 19.0
Chef assistant 5 2.0 2.0 21.0
Cleaner 4 1.6 1.6 22.6
Cruise Entertainer 1 4 4 23.0
Cruise Ship Entertainer 1 4 A4 23.4
Customer service 1 A4 A4 23.8
Dancer 6 2.4 24 26.2
Delivery person 1 A4 A4 26.6
Driver 2 .8 .8 27.4
Employee 2 .8 .8 28.2
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Position

Cumulative
Frequency Percent Valid Percent Percent

Entertainer 3 1.2 1.2 294
Event Coordinator 1 4 4 29.8
Event Planner 1 A4 4 30.2
Executive 1 A4 A4 30.6
Faculty member 1 A4 A4 31.0
Food & Beverage Assistant 1 4 A4 315
Food and beverage 1 A4 A4 31.9
manager

Food and Beverage 2 .8 .8 32.7
Manager

Food and Beverages 1 4 A4 33.1
Food Supplier 2 .8 .8 33.9
Front desk 3 1.2 1.2 351
Front Desk 7 2.8 2.8 37.9
Front-of-house 1 4 4 38.3
Gardener 1 A4 A4 38.7
General manager 3 1.2 1.2 39.9
General Manager 2 .8 .8 40.7
Guest experience expert 2 .8 .8 41.5
Guest relation manager 1 4 A4 41.9
Host 2 .8 .8 42.7
Hosting 1 4 A4 43.1
Hot plate manager 1 4 A4 43.5
Hotel Deputy Manager 1 A4 A4 44.0
Hotel manager 1 A4 A4 44.4
Hotel Manager 2 .8 .8 45.2
Hotel owner 1 4 4 45.6
Hotel Owner 2 .8 .8 46.4
Hotel receptionist 1 A4 A4 46.8
House keeper 1 4 A4 47.2
House keeping 1 4 A4 47.6
House keeping & cafe 1 4 A4 48.0
Housekeeper 8 3.2 3.2 51.2
Housekeeping 1 A4 A4 51.6

Page 31





Position

Cumulative
Frequency Percent Valid Percent Percent

Housekeeping supervisor 1 A4 A4 52.0
Housekeeping Supervisor 1 4 A4 52.4
Kitchen assistant 3 1.2 1.2 53.6
Kitchen Assistant 1 4 4 54.0
Line Manager 6 2.4 2.4 56.5
Maintenance 6 2.4 24 58.9
Manager 4 1.6 1.6 60.5
Manager assistant 1 A4 A4 60.9
Manager Assistant 1 4 A4 61.3
Manger 1 4 4 61.7
Marketing manager 2 .8 .8 62.5
Mixologist 1 A4 A4 62.9
Musician 3 1.2 1.2 64.1
Night Porter 2 .8 .8 64.9
Others 1 A4 A4 65.3
PA 1 4 4 65.7
Porter 4 1.6 1.6 67.3
Porters 1 4 4 67.7
Private Music Teacher 1 A4 A4 68.1
Publican 1 4 4 68.5
Reception 4 1.6 1.6 70.2
Reception and cafe 1 4 A4 70.6
Receptionist 14 5.6 5.6 76.2
Recreational manager 1 A4 A4 76.6
Restaurant Owner 3 1.2 1.2 77.8
Retired 1 A4 A4 78.2
Sale assistant 1 A4 4 78.6
Sale manager 2 .8 .8 79.4
Sale marketing manager 1 4 A4 79.8
Sales and Marketing 1 A4 A4 80.2
Manager

Sales assistant 1 80.6
Security 1 81.0
Security guard 2 .8 81.9
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Position

Cumulative
Frequency Percent Valid Percent Percent
Security Guard 3 1.2 1.2 83.1
Spa manager 1 4 4 83.5
Spa Owner 1 4 4 83.9
Supervisor 3 1.2 1.2 85.1
Team member 1 4 4 855
Tour manager 1 4 4 85.9
Tourist Guide 1 4 4 86.3
Travel Advisor 1 A4 A4 86.7
Travel agency Manager 1 4 4 87.1
Travel agent 2 .8 .8 87.9
Travel Agent 2 .8 .8 88.7
Travel agent assistant 1 A4 A4 89.1
Waiter 7 2.8 2.8 91.9
Waitress 18 7.3 7.3 99.2
Waitresse 1 4 4 99.6
Wedding planner 1 4 A4 100.0
Total 248 100.0 100.0
YearsExp
Cumulative
Frequency Percent Valid Percent Percent

Valid 1 4 4 4
1-3 years 87 35.1 35.1 35.5
4-7 years 55 22.2 22.2 57.7
8+ years 50 20.2 20.2 77.8
Less than 1 year 55 22.2 22.2 100.0
Total 248 100.0 100.0
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OrgType

Cumulative
Frequency Percent Valid Percent Percent
Valid Bar 38 15.3 15.3 15.3
Hotel 83 335 335 48.8
Others 19 7.7 7.7 56.5
Restaurant 54 21.8 21.8 78.2
Tourism Service 54 21.8 21.8 100.0
Total 248 100.0 100.0
Bar Chart
Gender
60
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Prefer not to say
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AgeGroup

30

20

1891ed

10

55+

45-54

35-44

25-34

18-24

AgeGroup

Position

<

TERIER

Wedding planner

Travel agent assistant
Travel Advisor
Supervisor

Security guard

Sale marketing manager
Restaurant Owner
Reception

Porter

Musician

Manager Assistant

Line Manager
Housekeeping supervisor
House keeping

Hotel owner

Hot plate manager
Guest experience expert
Front-of-house

Food and Beverages
Faculty member
Entertainer

Dancer

Cleaner

Catering assistant
Barista/bar staff
assistant

Position
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YearsExp

40
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0

1-3 years 4-7 years 8+ years Less than 1 year
YearsExp
OrgType

40

30
€
[
o

o 20
o

10

Bar Hotel Others Restaurant Tourism Service

OrgType

DESCRI PTI VES VARI ABLES=EL_Score EWB_Score WE_Score Tl _Score
/ STATI STI CS=MEAN STDDEV M N MAX.
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Descriptives

Notes

Output Created
Comments

Input Data

Active Dataset
Filter

Weight

Split File

N of Rows in Working Data
File

Missing Value Handling Definition of Missing

24-APR-2026 03:16:11

(@
\Users\LENOVO\Desktop\
sarah_zahedi_thesis.sav

DataSetl
<none>
<none>
<none>

248

User defined missing
values are treated as

missing.
Cases Used All non-missing data are
used.
Syntax DESCRIPTIVES
VARIABLES=EL_Score
EWB_Score WE_Score
Tl_Score
ISTATISTICS=MEAN
STDDEV MIN MAX.
Resources Processor Time 00:00:00.03
Elapsed Time 00:00:00.19
Descriptive Statistics
N Minimum Maximum Mean Std. Deviation
EL_Score 248 1.55 4,91 3.4827 .79321
EWB_Score 248 1.50 5.00 3.6979 .88721
WE_Score 248 1.60 5.00 3.8183 .87735
Tl_Score 248 1.00 5.00 2.6637 1.21314
Valid N (listwise) 248

FREQUENCI ES VARI ABLES=TI 3_num TI5_ numTI1 TI2 Tl 4

/ BARCHART PERCENT
/ ORDER=ANALYSI S

Frequencies





Output Created
Comments

Input

Missing Value Handling

Notes

Data

Active Dataset
Filter

Weight

Split File

N of Rows in Working Data
File

Definition of Missing

Cases Used

24-APR-2026 03:17:41

C:
\Users\LENOVO\Desktop\
sarah_zahedi_thesis.sav

DataSetl
<none>
<none>
<none>

248

User-defined missing
values are treated as
missing.

Statistics are based on all
cases with valid data.

Syntax FREQUENCIES
VARIABLES=TI3_num
TI5S_num TI1 TI2 T14
/BARCHART PERCENT
/ORDER=ANALYSIS.
Resources Processor Time 00:00:00.66
Elapsed Time 00:00:01.14
Statistics
TI3recoded  TI5 recoded TI1 TI2 TI4
N Valid 248 248 248 248 248
Missing 0 0 0 0 0
Frequency Table
TI3 recoded
Cumulative
Frequency Percent Valid Percent Percent
Valid 1.00 73 294 29.4 29.4
2.00 53 214 21.4 50.8
3.00 43 17.3 17.3 68.1
4.00 57 23.0 23.0 91.1
5.00 22 8.9 8.9 100.0
Total 248 100.0 100.0
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TI5 recoded

Cumulative
Frequency Percent Valid Percent Percent
Valid 1.00 54 21.8 21.8 21.8
2.00 79 31.9 31.9 53.6
3.00 52 21.0 21.0 74.6
4.00 35 14.1 14.1 88.7
5.00 28 11.3 11.3 100.0
Total 248 100.0 100.0
TI1
Cumulative
Frequency Percent Valid Percent Percent
Valid 1 86 34.7 34.7 34.7
2 73 294 29.4 64.1
S 30 12.1 12.1 76.2
4 43 17.3 17.3 93.5
5 16 6.5 6.5 100.0
Total 248 100.0 100.0
TI2
Cumulative
Frequency Percent Valid Percent Percent
Valid 1 71 28.6 28.6 28.6
2 61 24.6 24.6 53.2
3 41 16.5 16.5 69.8
4 57 23.0 23.0 92.7
5 18 7.3 7.3 100.0
Total 248 100.0 100.0
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Tl4

Cumulative
Frequency Percent Valid Percent Percent
Valid 1 38 15.3 15.3 15.3
2 39 15.7 15.7 31.0
3 57 23.0 23.0 54.0
4 56 22.6 22.6 76.6
5 58 234 23.4 100.0
Total 248 100.0 100.0
Bar Chart
TI3 recoded
30
20
c
[}
s
[5)
a

10

1.00

2.00

3.00
TI3 recoded

4.00

5.00

Page 40





Percent

Percent

40
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TI5 recoded

TI1

4.00
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TI1
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TI2
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TI2
T4
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0

T4
CORRELATI ONS

/ VARl ABLES=EL_Score EWB_Score WE _Score Tl _Score
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/ PRI NT=TWOTAI L NOSI G FULL

/' M SSI NG=PAI RW SE

Correlations

Output Created
Comments

Input

Missing Value Handling

Syntax

Resources

Notes

Data

Active Dataset
Filter

Weight

Split File

N of Rows in Working Data
File

Definition of Missing

Cases Used

Processor Time

Elapsed Time

24-APR-2026 03:24:09

C:
\Users\LENOVO\Desktop\
sarah_zahedi_thesis.sav

DataSetl
<none>
<none>
<none>
248

User-defined missing
values are treated as
missing.

Statistics for each pair of
variables are based on all
the cases with valid data
for that pair.

CORRELATIONS
/VARIABLES=EL_Score
EWB_Score WE_Score
Tl_Score
/PRINT=TWOTAIL
NOSIG FULL
/MISSING=PAIRWISE.

00:00:00.05
00:00:00.23
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Correlations

EL_Score @ EWB_Score @ WE_Score  Tl_Score
EL_Score Pearson Correlation 1 839" 752" 762"
Sig. (2-tailed) .000 .000 .000
N 248 248 248 248
EWB_Score  Pearson Correlation 839" 1 864" -.825 "
Sig. (2-tailed) .000 .000 .000
N 248 248 248 248
WE_Score Pearson Correlation 752" 864" 1 -802"
Sig. (2-tailed) .000 .000 .000
N 248 248 248 248
Tl_Score Pearson Correlation 762" -.825 -802" 1
Sig. (2-tailed) .000 .000 .000
N 248 248 248 248

**_Correlation is significant at the 0.01 level (2-tailed).

REGRESSI ON

/M SSI NG LI STW SE
/ STATI STI CS COEFF QUTS CI (95) R ANOVA CHANGE

/ CRI TERI A=PI N( . 05) POUT(. 10)
/ NOORI GI N

/ DEPENDENT EWB_Scor e
/ METHOD=ENTER EL_Scor e.

Regression
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Notes

Output Created
Comments

Input Data

Active Dataset
Filter

Weight

Split File

N of Rows in Working Data
File

Missing Value Handling Definition of Missing

Cases Used
Syntax
Resources Processor Time
Elapsed Time

Memory Required

Additional Memory
Required for Residual Plots

24-APR-2026 03:25:58

C.

\Users\LENOVO\Desktop\

sarah_zahedi_thesis.sav
DataSetl

<none>

<none>

<none>

248

User-defined missing
values are treated as
missing.

Statistics are based on
cases with no missing
values for any variable
used.

REGRESSION
/MISSING LISTWISE
ISTATISTICS COEFF

OUTS CI(95) R ANOVA

CHANGE
/CRITERIA=PIN(.05)

POUT(.10)
/NOORIGIN
/DEPENDENT

EWB_Score
/IMETHOD=ENTER

EL_Score.

00:00:00.00
00:00:00.10

8480 bhytes
0 bytes

Variables Entered/Removed?®

Variables Variables
Model Entered Removed Method
1 EL_Scoreb . Enter

a. Dependent Variable: EWB_Score

b. All requested variables entered.
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Model Summary

Change Statistics

Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl
1 8392 .704 .703 .48357 .704 585.441 1
Model Summary
Change Statistics
Model df2 Sig. F Change
1 246 .000
a. Predictors: (Constant), EL_Score
ANOVA®
Sum of
Model Squares df Mean Square F Sig.
1 Regression 136.900 1 136.900 585.441 .000°
Residual 57.525 246 .234
Total 194.425 247
a. Dependent Variable: EWB_Score
b. Predictors: (Constant), EL_Score
Coefficients®
Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 429 .139 3.098 .002
EL_ Score .939 .039 .839 24.196 .000

Coefficients?

95.0% Confidence Interval for B

Model Lower Bound Upper Bound
1 (Constant) .156 .702
EL_Score .862 1.015

a. Dependent Variable: EWB_Score
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REGRESSI ON
/M SSI NG LI STW SE

/ STATI STI CS COEFF QUTS Cl (95) R ANOVA CHANGE
/ CRI TERI A=PI N( . 05) POUT(. 10)

/ NOORI G N

/ DEPENDENT WE_Scor e

/ METHOD=ENTER EL_Scor e.

Regression

Output Created
Comments

Input

Missing Value Handling

Syntax

Resources

Notes

Data

Active Dataset
Filter

Weight

Split File

N of Rows in Working Data
File

Definition of Missing

Cases Used

Processor Time

Elapsed Time

24-APR-2026 03:27:02

(=
\Users\LENOVO\Desktop\
sarah_zahedi_thesis.sav

DataSetl
<none>
<none>
<none>

248

User-defined missing
values are treated as
missing.

Statistics are based on
cases with no missing
values for any variable
used.

REGRESSION
IMISSING LISTWISE
ISTATISTICS COEFF

OUTS CI(95) R ANOVA

CHANGE
/ICRITERIA=PIN(.05)

POUT(.10)
/NOORIGIN
/DEPENDENT

WE_Score
/IMETHOD=ENTER

EL_Score.

00:00:00.02
00:00:00.04
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Notes

8480 bytes
0 bytes

Memory Required

Additional Memory
Required for Residual Plots

Variables Entered/Removed?

Variables Variables
Model Entered Removed Method
1 EL_Scoreb Enter

a. Dependent Variable: WE_Score

b. All requested variables entered.

Model Summary

Change Statistics

Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl
1 7522 .565 .563 57971 .565 319.744 1

Model Summary

Change Statistics

Model df2 Sig. F Change

1 246 .000

a. Predictors: (Constant), EL_Score

ANOVA?®
Sum of
Model Squares df Mean Square F Sig.
1 Regression 107.454 1 107.454 319.744 .000P
Residual 82.672 246 .336
Total 190.126 247

a. Dependent Variable: WE_Score

b. Predictors: (Constant), EL_Score
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Coefficients?

Standardized

Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) .922 .166 5.553 .000
EL_Score .832 .047 752 17.881 .000

Coefficients?

95.0% Confidence Interval for B

Model Lower Bound Upper Bound
1 (Constant) .595 1.249
EL_Score .740 .923

a. Dependent Variable: WE_Score

REGRESSI ON

/M SSI NG LI STW SE

/ STATI STI CS COEFF QUTS CI (95) R ANOVA CHANGE
/ CRI TERI A=PI N(. 05) PQUT(. 10)

/ NOORI G N

/ DEPENDENT TI _Scor e

/ METHOD=ENTER EL_Score EWB_Scor e WE_Scor e.

Regression
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Output Created
Comments

Input

Missing Value Handling

Syntax

Resources

Notes

Data

Active Dataset
Filter

Weight

Split File

N of Rows in Working Data
File

Definition of Missing

Cases Used

Processor Time
Elapsed Time
Memory Required

Additional Memory
Required for Residual Plots

24-APR-2026 03:28:09

C:
\Users\LENOVO\Desktop\
sarah_zahedi_thesis.sav

DataSetl
<none>
<none>
<none>

248

User-defined missing
values are treated as
missing.

Statistics are based on
cases with no missing
values for any variable
used.

REGRESSION
/MISSING LISTWISE
ISTATISTICS COEFF

OUTS CI(95) R ANOVA

CHANGE
/CRITERIA=PIN(.05)

POUT(.10)

/NOORIGIN
/DEPENDENT TI_Score
/IMETHOD=ENTER

EL_Score EWB_Score

WE_Score.

00:00:00.02
00:00:00.04
9456 bytes
0 bytes
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Variables Entered/Removed?®

Variables Variables
Model Entered Removed Method
1 WE_Score, Enter
EL_Score,
EWB_Scoreb

a. Dependent Variable: TI_Score

b. All requested variables entered.

Model Summary

Change Statistics

Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl
1 8512 724 721 .64124 724 213.348 3

Model Summary

Change Statistics

Model df2 Sig. F Change

1 244 .000

a. Predictors: (Constant), WE_Score, EL_Score, EWB_Score

ANOVA®
Sum of
Model Squares df Mean Square F Sig.
1 Regression 263.182 3 87.727 213.348 .000°
Residual 100.331 244 411
Total 363.513 247

a. Dependent Variable: TI_Score
b. Predictors: (Constant), WE_Score, EL_Score, EWB_Score
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Coefficients?

Standardized

Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 7.357 .195 37.718 .000
EL_Score -.314 .095 -.206 -3.308 .001
EWB_Score -.503 JA11 -.368 -4.514 .000
WE_Score -.456 .093 -.330 -4.906 .000
Coefficients®
95.0% Confidence Interval for B
Model Lower Bound Upper Bound
1 (Constant) 6.973 7.741
EL_ Score -.501 -.127
EWB_Score - 722 -.283
WE_Score -.639 -.273

/*
/*
/*
/*
/*
/*
/*
/*
/*
/*
/*
/*
/*
/*
/*
/*
/*

a. Dependent Variable: TI_Score

Encodi ng. UTF- 8.

PROCESS version 5.0 */.

Witten by Andrew F Hayes */.

www. af hayes. com*/ .

WWW. pr ocessmacro. org*/.

Copyright 2013-2025 by Andrew F Hayes */.

Docunented in http://wwv. guil ford. comp/ hayes3 and suppl enents */.
Thi s versi on of PROCESS works only on SPSS 26 or later */.

THI S CODE SHOULD BE DI STRI BUTED ONLY THROUGH PROCESSMACRO. ORG*/ .

AND NOT POSTED OR STORED ON ANY WEB PACE OR SERVER W THOUT PERM SSI ON */.

THI'S SOFTWARE | S PROVI DED AS |'S, W THOUT WARRANTY OF ANY KIND */.
EXPRESS COR | MPLI ED | NCLUDI NG BUT NOT LI M TED TO THE WARRANTI ES CF */.

MERCHANTABI LI TY FI TNESS FOR A PARTI CULAR PURPOSE AND NONI NFRI NGEMENT */ .

I N NO EVENT SHALL THE COPYRI GHT HOLDERS BE LI ABLE FOR ANY CLAIM */.
DAVACES OR OTHER LI ABI LI TY, WHETHER | N AN ACTI ON OF CONTRACT, TORT */.
OR OTHERW SE ARI SING FROM OUT OF OR | N CONNECTI ONW TH THE */.
SOFTWARE OR THE USE OR OTHER DEALI NGS | N THE SOFTWARE */ .

USE OF THI S SOFTWARE | MPLI ES AGREEMENT W TH THESE TERMS */ .

set print back=off.

Matrix
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Notes

Output Created

Comments

Input

Data

Active Dataset
Filter

Weight

Split File

N of Rows in Working Data
File

24-APR-2026 03:29:48

C:
\Users\LENOVO\Desktop\
sarah_zahedi_thesis.sav

DataSetl
<none>
<none>
<none>

248
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Syntax

Notes

MATRIX.

compute wnames="Xxxxx'.

compute znames="XxXxxx'".
compute triprob=0.
compute mcerpt=0.
compute wiscov=0.
compute ziscov=0.
compute tooman=0.
compute sv4match=0.
compute nclsv=0.
compute nclus=0.
compute tricheck=0.
compute errcode=make
(100,1,0).

compute notecode=make
(100,1,0).

compute model = trunc( 4
).

compute iterate = abs
(trunc( 100 )).

compute converge = abs(
0.00001).

compute itprobtg=0.
compute v2tag=0.
compute ydich=0.
compute maxwwarn=0.
compute minwwarn=0.
compute maxzwarn=0.
compute minzwarn=0.
compute toomany=0.
compute wdich=0.
compute zdich=0.
compute wnotev=0.
compute znotev=0.
compute nxpval=1.
compute nwpval=1.
compute nzpval=1.
compute errs=1.
compute notes=1.
compute criterr=0.
compute novar=0.
compute adjust=0.
compute ncs=0.
compute serial=0.
compute sobelok=0.
compute hasw=0.
compute hasz=0.
compute printw=0.
compute printz=0.
compute relx={ -999 }.
compute relm={-999 }.
compute relcov={ -999 }.
compute eiv={ 3 }.
compute eiv=trunc(eiv).
compute yrelx=0.
compute yrelm=0.
compute yrelcov=0.
compute relxphm=0.
compute eivhcnt=0.

do if ((eiv < 0) or (eiv > 5)
or (eiv=4)).

D DY S B ¥
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Notes

Resources Processor Time 00:00:01.05
Elapsed Time 00:00:03.00

Run MATRI X pr ocedur e:

Copyright 2013-2025 by Andrew F. Hayes. ALL Rl GHTS RESERVED.

Thi s version of PROCESS requires SPSS version 26 or |ater

Wor kshop schedul e avai | abl e at haskayne. ucal gary. ca/ CCRAM

In SPSS 29 and | ater, change default output font to Courier New for tidier
output. More information about PROCESS at processnacro.org/faqg. htm.

This beta rel ease has not been conpletely tested. Use at your own risk.

kkkkkkhkkkhkkhkkhkkkkkkx PRmESS Procedure for SPSS Vers' on 50 kkkhkkhkkkhkkkhkkhkkkhkkkkkkx

Witten by Andrew F. Hayes, Ph.D. www. af hayes. com
Docunent ati on avail able in Hayes (2022). ww. guil ford. con p/ hayes3

R R R I I ANALYSI S ’\D‘I’ES AND ERRmS kkkhkkhkhkkkhkkhkhkhkkkhkkhhkhrkkhkkhkhkhkkkk*k
ERROR Vari abl e nanes shoul d be no nore than eight characters in |ength.

------ END MATRI X - - - - -

Matrix
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Notes

Output Created

Comments

Input

Data

Active Dataset
Filter

Weight

Split File

N of Rows in Working Data
File

24-APR-2026 03:33:13

C:
\Users\LENOVO\Desktop\
sarah_zahedi_thesis.sav

DataSetl
<none>
<none>
<none>

248
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Syntax

Notes

MATRIX.

compute wnames="Xxxxx'.

compute znames="XxXxxx'".
compute triprob=0.
compute mcerpt=0.
compute wiscov=0.
compute ziscov=0.
compute tooman=0.
compute sv4match=0.
compute nclsv=0.
compute nclus=0.
compute tricheck=0.
compute errcode=make
(100,1,0).

compute notecode=make
(100,1,0).

compute model = trunc( 4
).

compute iterate = abs
(trunc( 100 )).

compute converge = abs(
0.00001).

compute itprobtg=0.
compute v2tag=0.
compute ydich=0.
compute maxwwarn=0.
compute minwwarn=0.
compute maxzwarn=0.
compute minzwarn=0.
compute toomany=0.
compute wdich=0.
compute zdich=0.
compute wnotev=0.
compute znotev=0.
compute nxpval=1.
compute nwpval=1.
compute nzpval=1.
compute errs=1.
compute notes=1.
compute criterr=0.
compute novar=0.
compute adjust=0.
compute ncs=0.
compute serial=0.
compute sobelok=0.
compute hasw=0.
compute hasz=0.
compute printw=0.
compute printz=0.
compute relx={ -999 }.
compute relm={-999 }.
compute relcov={ -999 }.
compute eiv={ 3 }.
compute eiv=trunc(eiv).
compute yrelx=0.
compute yrelm=0.
compute yrelcov=0.
compute relxphm=0.
compute eivhcnt=0.

do if ((eiv < 0) or (eiv > 5)
or (eiv=4)).

D DY S B ¥
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Notes

Resources Processor Time 00:00:01.77
Elapsed Time 00:00:04.03

Run MATRI X pr ocedur e:

Copyright 2013-2025 by Andrew F. Hayes. ALL Rl GHTS RESERVED.

Thi s version of PROCESS requires SPSS version 26 or |ater

Wor kshop schedul e avai | abl e at haskayne. ucal gary. ca/ CCRAM

In SPSS 29 and | ater, change default output font to Courier New for tidier
output. More information about PROCESS at processnacro.org/faqg. htm.

This beta rel ease has not been conpletely tested. Use at your own risk.

kkkkkkhkkkhkkhkkhkkkkkkx PRmESS Procedure for SPSS Vers' on 50 kkkhkkhkkkhkkkhkkhkkkhkkkkkkx

Witten by Andrew F. Hayes, Ph.D. www. af hayes. com
Docunent ati on avail able in Hayes (2022). ww. guil ford. con p/ hayes3

Rk R b bk R R R Sk kS O R R R bk S S R kR R b S R O

Model : 4
Y: Tl _Scor
X: EL_Scor
M  EWB_Scor

Sanpl e
Size: 248

Rk R b bk S O S kR S S R R S kb S S R O O

OQUTCOMVE VARI ABLE:
EVB_Scor

Model Sunmary

R R-sq VSE F df 1 df 2 p
. 8391 . 7041 . 2338 585. 4406 1. 0000 246. 0000 . 0000
Model
coef f se t p LLC uLc
const ant . 4291 . 1385 3.0975 . 0022 . 1563 . 7020
EL_Scor . 9386 . 0388 24. 1959 . 0000 . 8622 1.0150

Rk S b I b Ok SRR R R S kR R O S R ko bk R Rk ok R R R R R S Ik

QUTCOVE VARI ABLE:
Tl _Scor
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Model Summary
R R-sq VSE F df 1 df 2 p
. 8347 . 6968 .4499  281. 4841 2.0000  245.0000 . 0000
Model
coeff se t p LLCI uLc
const ant 7.0894 . 1959 36. 1921 . 0000 6. 7036 7.4752
EL_Scor -. 3596 . 0989 -3.6355 . 0003 -. 5545 -.1648
EWB_Scor -.8581 . 0884 -9.7030 . 0000 -1.0323 -.6839

R I S S O S O O TO'I'AL EFFEC"’ '\/GDEL LR S S S O I S S

QUTCOME VARI ABLE:

Tl _Scor
Model Summary
R R-sq MSE F df 1 df 2 p
. 7617 . 5802 . 6203  340.0573 1.0000 246.0000 . 0000
Model
coef f se t p LLC uLc
const ant 6.7212 . 2256 29.7872 . 0000 6.2767 7.1656
EL_Scor -1. 1650 . 0632  -18. 4406 . 0000 -1. 2895 -1. 0406

*#xxxxkxxxxxck TOTAL, DI RECT, AND | NDI RECT EFFECTS OF X ON Y *#**%tixsxsxcx

Total effect of XonY
Ef f ect se t p LLCI uLc
-1.1650 . 0632 - 18. 4406 . 0000 -1.2895 - 1. 0406
Direct effect of X on Y
Ef f ect se t p LLCI uLc
-. 3596 . 0989 - 3. 6355 . 0003 -. 5545 -.1648
Indirect effect(s) of X on Y:
Ef f ect Boot SE Boot LLCI Boot ULCI
EWB_Scor -.8054 . 0958 -.9937 -.6182

Rk I S b o O S O ANALYSI S ’\D‘I’ES AND ERRmS Rk R I b O R R R R

Level of confidence for all
95. 0000

confidence intervals in output:

Nurmber of bootstrap sanples for
5000

percentil e bootstrap confidence intervals:
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Matrix

Notes

Output Created

Comments

Input

Data

Active Dataset
Filter

Weight

Split File

N of Rows in Working Data
File

24-APR-2026 03:34:06

C:
\Users\LENOVO\Desktop\
sarah_zahedi_thesis.sav

DataSetl
<none>
<none>
<none>

248
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Syntax

Notes

MATRIX.

compute wnames="Xxxxx'.

compute znames="XxXxxx'".
compute triprob=0.
compute mcerpt=0.
compute wiscov=0.
compute ziscov=0.
compute tooman=0.
compute sv4match=0.
compute nclsv=0.
compute nclus=0.
compute tricheck=0.
compute errcode=make
(100,1,0).

compute notecode=make
(100,1,0).

compute model = trunc( 4
).

compute iterate = abs
(trunc( 100 )).

compute converge = abs(
0.00001).

compute itprobtg=0.
compute v2tag=0.
compute ydich=0.
compute maxwwarn=0.
compute minwwarn=0.
compute maxzwarn=0.
compute minzwarn=0.
compute toomany=0.
compute wdich=0.
compute zdich=0.
compute wnotev=0.
compute znotev=0.
compute nxpval=1.
compute nwpval=1.
compute nzpval=1.
compute errs=1.
compute notes=1.
compute criterr=0.
compute novar=0.
compute adjust=0.
compute ncs=0.
compute serial=0.
compute sobelok=0.
compute hasw=0.
compute hasz=0.
compute printw=0.
compute printz=0.
compute relx={ -999 }.
compute relm={-999 }.
compute relcov={ -999 }.
compute eiv={ 3 }.
compute eiv=trunc(eiv).
compute yrelx=0.
compute yrelm=0.
compute yrelcov=0.
compute relxphm=0.
compute eivhcnt=0.

do if ((eiv < 0) or (eiv > 5)
or (eiv=4)).

D DY S B ¥
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Notes

00:00:01.67
00:00:03.69

Resources Processor Time

Elapsed Time

Run MATRI X pr ocedur e:

Copyright 2013-2025 by Andrew F. Hayes. ALL Rl GHTS RESERVED.

Thi s version of PROCESS requires SPSS version 26 or |ater

Wor kshop schedul e avai | abl e at haskayne. ucal gary. ca/ CCRAM

In SPSS 29 and | ater, change default output font to Courier New for
output. More information about PROCESS at processnacro.org/faqg. htm.
This beta rel ease has not been conpletely tested. Use at your own risk.

tidier

kkkkkkhkkkhkkhkkhkkkkkkx

PROCESS Procedure for SPSS Version 5.0 ***x*&kkxdkxkkxkxk

Witten by Andrew F. Hayes, Ph.D.
Docunent ati on avail able in Hayes (2022).

www. af hayes. com
www. gui | ford. coni p/ hayes3

Rk R b bk R R R Sk kS O R R R bk S S R kR R b S R O

Model : 4
Y: Tl _Scor
X: EL_Scor
M  WE_Scor

Sanpl e

Size: 248

Rk R b bk S O S kR S S R R S kb S S R O O

OQUTCOMVE VARI ABLE:

WE_Scor
Model Sunmary
R R-sq VSE F df 1 df 2 p
. 7518 . 5652 . 3361 319. 7439 1. 0000  246. 0000 . 0000
Model
coeff se t p LLCI uLc
const ant . 9223 . 1661 5. 5530 . 0000 . 5951 1. 2494
EL_Scor . 8315 . 0465 17. 8814 . 0000 . 7399 . 9231

Rk S b I b Ok SRR R R S kR R O S R ko bk R Rk ok R R R R R S Ik

QUTCOVE VARI ABLE:
Tl _Scor
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Model Summary
R R-sq VSE F df 1 df 2 p
. 8372 . 7009 . 4437  287.1206 2.0000  245.0000 . 0000
Model
coeff se t p LLCI uLc
const ant 7.3930 . 2025 36.5174 . 0000 6.9943 7.7918
EL_Scor -. 5592 . 0810 -6.9015 . 0000 -.7189 -.3996
WE_Scor -.7285 . 0733 -9.9438 . 0000 -.8728 -.5842

R I S S O S O O TO'I'AL EFFEC"’ '\/GDEL LR S S S O I S S

QUTCOME VARI ABLE:

Tl _Scor
Model Summary
R R-sq MSE F df 1 df 2 p
. 7617 . 5802 . 6203  340.0573 1.0000 246.0000 . 0000
Model
coef f se t p LLC uLc
const ant 6.7212 . 2256 29.7872 . 0000 6.2767 7.1656
EL_Scor -1. 1650 . 0632  -18. 4406 . 0000 -1. 2895 -1. 0406

*#xxxxkxxxxxck TOTAL, DI RECT, AND | NDI RECT EFFECTS OF X ON Y *#**%tixsxsxcx

Total effect of XonY
Ef f ect se t p LLCI uLc
-1.1650 . 0632 - 18. 4406 . 0000 -1.2895 - 1. 0406
Direct effect of X on Y
Ef f ect se t p LLCI uLc
-.5592 . 0810 -6.9015 . 0000 -.7189 -.3996
Indirect effect(s) of X on Y:
Ef f ect Boot SE Boot LLCI Boot ULCI
WE_Scor -.6058 . 0826 -. 7743 -.4458

Rk I S b o O S O ANALYSI S ’\D‘I’ES AND ERRmS Rk R I b O R R R R

Level of confidence for all
95. 0000

confidence intervals in output:

Nurmber of bootstrap sanples for
5000

percentil e bootstrap confidence intervals:
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Data witten to C \Users\ LENOVQ Deskt op\ sar ah_zahedi _t hesi s_openEnded. x| sx
1 variabl es and 248 cases witten to range: SPSS
Vari abl e OpenEnded Type: String Wdth: 447
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