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Abstract 

Purpose of the Research 

The research focuses on critical factors for effective and flexible adaptive leadership to build 

effective employee relationship in BHP-Billiton Company. It also focuses on the leadership and 

motivational strategies being used in BHP-Billiton. The researcher provides the role of flexible 

and adaptive leadership in order to widen the experience and achieve potential employees 

worldwide 

Benefits and Implications 

The research focuses on flexible adaptive leadership values to increase better and effective 

employee relationship in HRM scenarios through effective cultures and philosophies in order to 

offer local flavors in global HRM strategies in organizations. The employee turnover rate has 

been increased in BHP-Billiton and the researcher will provide recommendations to improve the 

employee morale and retain them for longer time. 

Approaches and Results 

The researcher has focused on convenient sampling and the sample size is based on 130 

employees for questionnaire and 3 people from management for interview. To collect the 

primary data in the form of interview, the focus would be made on top management. The 

analysis of regression and ANOVA describes that there is 92.3% r square, which is a very good 

position to describe the relationship between the selected variables. P value is more than 0.05, 

which makes the results acceptable. 

Recommendations 

The company should focus on hiring multidimensional leaders to improve the leadership 

capabilities. Such type of training is necessary to improve communication abilities and hiring 

capabilities of the leader. Management has to focus on that employee feel job security sense, so 

that, they might not be demotivated. For this purpose, the company can make a contract with the 

employees for 2-5 years, so that, they might not have fear of losing job at any time. Effective job 

rotation and job switching can improve the employees’ interest toward organizational activities. 

The company can focus on competitive pay rate, so that, they might not think to switch toward 

other job 
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Chapter 1: Introduction of the Research 

1.1 Research Summary 

Harnessing and mobilising human resource is considered a key HRM factor in BHP-Billiton 

Company, given a broad scale to company to operate business worldwide (Amanda, 2011). 

Leadership at BHP Billiton focuses on organizational value toward corporate charter in order to 

improve people needs, sustaining functional excellence and outstanding human relations with 

employees under flexible business leadership situations through integration, ingenuity and 

intelligence (Cozijnsen, 2000). The aim of this research is to determine the better understanding 

about effective employee relationships for specific work cultures and philosophies to offer local 

flavour to global HRM strategies of BHP-Billiton.  

1.2 Research Background 

Within any industry, there are companies, which are outperforming other companies with same 

opportunities and constraints. Even, when there are poor industry conditions, some companies 

are profitable and some are striving to survive (Busse, 2014). There are various factors, which 

put an impact on organizational performance; however quality of leadership is the most 

important factor. The actions of leaders to improve the survival and prosperity of companies are 

the major interested topic for scholars and practitioners (Jaafri, 2002). Progress to understand the 

strategic leadership in organization puts a focus on motivation of individuals to do more than 

expect. Motivating people are important aspect in effective leadership, however, financial 

performance of large businesses usually less depict the leaders’ role in it (Armstrong, 2012).  

Adaptive leadership is considered a multifaceted term to encompass various aspects and is 

important in internal and external business environment. Adaptive and flexible leadership is 

important to meet external threats and opportunities related to technological changes, competitor 

analysis, customer expectations and economic conditions (Huselid, 20011). These activities are 

important for strategic leaders to formulate long term strategic goals for the organization. This is 

also important to increase employee-employer relationship formation within the organization 

(Massis, 2010). This is important to consider the effective relationship, as human capital is 
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important to enhance organizational success to improve skills, knowledge and manpower within 

business process (Loo, 2008).  

Substantial changes in prevailing circumstances have lead toward transition of employee in 

different leadership styles in organizational structure, which is essential requirement in flexible 

and adaptive leadership. Contingent theories like Path Goal theory descry the expectations in 

complex environment. Trust is the major factor that a leader must show toward its employees 

(Price, 2011).  

If the leader shows trust toward the employees and compensates them in various circumstances, 

they will show loyalty toward organization, hence, ultimately the productivity of the company 

would be achieved and the company can satisfy its consumers by meeting their demands. 

However, if the leaders consider human capital a machine and force them to do overtime and 

other duties in strict environment, they will not be happy from the leadership and will be in 

search of new jobs. This will increase the employee turnover rate the organization (Nixon, 2012). 

The purpose of this report is to determine that why turnover rate has been increase in BHP-

Billition Company and how the company can consider on effective leadership styles to improve 

business productivity in order to satisfy the stakeholders.  

In today’s world; harnessing and mobilizing employees is the major key ingredient at 

organization to give broad scales to global businesses to extent of major stakeholders in 

important projects worldwide (Price, 2011). This has become very attractive to me to determine 

that leadership envisages the organizational values in corporate charter to focus on people and 

their needs in order to create functional excellence through effective human relations through 

which  human relations are strengthen through flexibility and addictiveness in business 

leadership situations to increase integrity, intelligence and ingenuity for people management 

(Monica, 2012). The purpose of this research is to focus on flexible adaptive leadership values to 

increase better and effective employee relationship in HRM scenarios through effective cultures 

and philosophies in order to offer local flavors in global HRM strategies in organizations.  

1.3 Problem Statement 

The paper focuses on the leadership approaches being used in BHP-Billiton, UK to improve 

employee relationships. BHP-Billiton is the mining company, which has its operations in 25 

countries with a workforce of 41,000 employees and 65,000 contractors (bhpbilliton.com). These 
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employees are from different backgrounds, where, the management has an important role to 

determine the responsibilities of employees. It has been observed that employees’ turnover rate 

has been increased, because, they are not satisfied with the working conditions of the company. 

Managers treat all employees in a similar manner, no matter, from which cultural background 

they come. There are also the cases of nepotism, where, the employees were harassed. These all 

factors have increased employees’ turnover rate in BHP Billiton (Nitithamyong, 2007). The 

study will focus on three major aspects: 

 Leaders play an important role to motivate the employees and retain the talented and 

loyal employees. However, if the leadership is not effective, and they have no concern 

about the employees’ career and growth, they will lose potential employees for the 

organization. This has happened in BHP-Billiton, through this research, the researcher 

will examine the concerns of employees (Nixon, 2012). 

 Secondly, the researcher focuses on the leadership and motivational strategies being used 

in BHP-Billiton. It has been observed that organizations, which are not providing enough 

benefits to employees, are less able to retain employees. 

 Thirdly, the researcher focuses on the role of flexible and adaptive leadership in order to 

widen the experience and achieve potential employees worldwide.  

1.4 Rationale for the Study 

The study is convincing and motivating; as, the concept of leadership has been totally changed in 

organizations. People are considered an important asset for organizations, as they can bring 

increased productivity and profitability for the company. This has made it attractive for the 

researcher to determine that what leadership approaches are being used by the successful 

companies and how they are able to improve their life and work-life balance. Besides that, the 

researcher will also discover the flexible leadership approaches to improve the organizational 

profitability and reduce the turnover rate. 

1.5 Research Aims, Objectives 

The aim of this research is to focus on critical factors for effective and flexible adaptive 

leadership to build effective employee relationship in BHP-Billiton Company. The research has 

following objectives: 
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 To analyze the constitutions on flexible and adaptive leadership (independent variable) at 

BHP-Billiton 

 To determine the constitutions of effective employee-employer relationship (dependent 

variable) in organizations 

 To determine the relationship between adaptive leadership (independent variable) and 

employee-employer relationship (dependent variable) 

 To recommend various flexible adaptive leadership initiatives in order to increase 

employee-employer relationships 

1.6 Research Questions 

The major research questions to be focused in the study are: 

1. How adaptive and flexible leadership is important to build employee-employer 

relationships in businesses? 

2. How effective leadership is important to retain employees within the organization? 

3. What are the factors to be considered in order to improve organizational leadership 

capabilities? 

1.7 Research Hypothesis 

The research hypothesis considered is: 

H0= A degree of flexible adaptive leadership is not important to build employee-employer 

relationships in BHP Billiton 

The flexible and adaptive leadership has nothing to do with the increase in organizational 

profitability; however, technology and strategic management plays an important role. When the 

company has enough resources, and does not focus on hiring diverse workforce, it is able to 

reduce the clashes; hence, the role of leadership is reduced in this aspect (Amanda, 2011).  

H1= A degree of flexible adaptive leadership is important to build employee-employer 

relationships in BHP Billiton 

Effective leadership plays an important role in order to build strong relationship with employees. 

When the leader is talented and flexible, he will make efforts to have strong relationships with 

employees. The employees would be happy to do work under that leadership; hence, the 
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employee turnover rate would be reduced. Hence, the study would be focusing on this 

hypothesis, too to determine whether the hypothesis is true or not (Huselid, 2011).  

1.8 Statement of Significance 

There are various studies, which have been undertaken in order to investigate the importance of 

adaptive leadership towards effective employee-relationship building. Effective employee-

employer relationship is important to increase organizational productivity. These are effective to 

provide synergy and sense of organizational culture, where, employees feel themselves an 

important part of the organization. This is effective to improve value and reduce operational 

costs for the company. If leaders are effective, they will be in position to motivate the employees 

(Patrick, 2011).  

Adaptive and flexible leaders increase the motivation among employees through team formation 

and competition. This research is helpful to describe that how flexble and adaptive leadership 

can motivate the employees and the management would be in position to retain the employees. 

For this purpose, various theories and examples would be reviewed to determine how various 

organizations were successful to increase productivity through effective relationship with 

employees (Zwickau, 2004). 

1.9 Project Outline 

The focus of this research is on 5 major chapters. Chapter 1 describes the major aims and 

objectives of the study. Chapter 1 has provided the research background by highlighting scope of 

work and behavior embodied by different managerial and administrative dispositions. Chapter 2 

focuses on the study conducted by other authors in this context. Cross cultural studies were also 

effective in this context to support the study from various dimensions. Chapter 3 focuses on the 

research methodology and approaches to collect data in this context. Chapter 4 will focus on the 

results collected from the study and would analyze the data. Chapter 5 will provide the brief 

conclusion and detailed recommendations for BHP-Billiton to improve its business operations.  
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Figure 1 Outline of the Research 
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Chapter 2: Literature Review 

2.1 Adaptive and Flexible Leadership 

The aim of the literature is to focus on the effectiveness of the adaptive leadership as described 

by other authors in this context. Adaptive leadership is considered a multifaceted term, which 

focuses on internal and external business environment (Amanda, 2011). Adaptive and flexible 

leadership described that how managers have to be in position in order to respond against 

external environment to determine the needs of market, employees and economic conditions 

(Miriam, 2012). The strategic leaders have to understand these changes in order to formulate the 

strategies for improving relationships with customers and employees.  

Some companies do extremely well as compared to other companies with similar kind of 

opportunities and restrictions within an industry. Even when industry is in poor state, some 

organizations tend to gain lot of profit while others hardly survive (Zwickau, 2004). Various 

factors are responsible for this difference in performance of different organizations, but quality 

of leadership is considered as the major factor. Practitioners and scholars are always interested in 

learning how leaders are able to enhance the prosperity and survival of organizations (Whittaker, 

2014). A vital aspect of leadership is to motivate the people, but it fails to describe the financial 

performance at a large scale where many leaders are involved. According to some theories one 

type of leadership is sufficient enough to handle all the situations. In this way, leaders cannot 

really make quick decisions according to changing conditions (Price, 2011).  

Flexible leadership model focuses on ideas from earlier theories, insights and findings from 

empirical research on leadership and management. The model focuses on explanation of 

organizational processes in order to determine organizational success; organizational processes 

determine the success of an organization and leadership effectiveness is explained, where, 

leaders might have an influence on these processes (Nixon, 2012).  

There are various components of the model and organizational performance is long term survival 

and prosperity of the organization and can be measured through various ways to increase the 

stock price. There are three leadership characteristics, which play an important role in effective 

leadership: known as efficiency; innovation and HR relationships (Segil, 2012). These are 

dependent upon the aspects of the children and volatility of the external environment. Tradeoffs 
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among these performance determinants and demands might effect on stakeholders to create 

additional challenges for leaders (Guest, 2011). 

Adaptive leadership encompasses loads of aspects. Adaptive leadership deals with external 

business environment as well as internal business environment. Flexible and adaptive leadership 

is also concerned that how quickly and effectively managers react to external pressure and what 

opportunities available due to technological changes, actions of competitors, expectations and 

requirements of clients as well as financial status (Nitithamyong, 2007). These activities are 

authorized with the strategic managers in a company, whose work is to formulate future strategic 

goals of the company. It shows the importance of tactical and strategic managers making 

strategies which eventually improve employee relationship formation in a company (Monica, 

2012).  

2.2 Effective Employer Relationship 

Effective employer relationship is considered a key to manage human resources; HRM focuses 

on ultimate benefits to be achieved through employees. Employees are considered an important 

part within the business to provide skills, knowledge and capabilities to improve business 

processes (Nixon, 2012). This is also considered a challenging situation to trust upon the 

employees to have a better control, which might be risky for the organization. Some leaders 

might not do this is a smart way and are not able to get job done from employees (Benko, 2004). 

Adaptive leadership focuses on these four principles in order to improve the relationship with 

employees: 

 To understand the basic purpose and objective of the organization and train the 

employees based on basic aims and objectives of the organizations. 

 To utilize the people skills without discriminating based on the culture, race or gender. 

 Adaptive and flexible leaders usually have more tolerance to risks, which might occur in 

the business (Busse, 2014). 

 The leader focuses on complete freedom to act in accordance to the willingness of 

employees (Patrick, 2011). 

In order to apply these principles, there is need to advertise the environment of trust and 

engagement. Trust is considered bedrock for such type of leadership style. Adaptive leadership is 
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considered an important attribute in order to manage these principles. This might have vital 

influence, which can be considered important in nature (Miriam, 2012).  

2.3 Relationship between Effective Leadership (Independent Variable) and Employee-

Employer Relationship (Dependent Variable) 

Both adaptive and flexible leadership are of great use especially when there is some emerging 

threat and organization is in a crisis. Sudden changes in senior management, traders and other 

stakeholders require instantaneous changes in schedules and policies which pose uncertainty 

(Stagich, 2011). Adaptive behaviour is really useful in extra ordinary situations like terrorist 

activities, accidents etc. Thus crisis management needs unusual and quick decisions from its 

leadership. On the other hand the external changes will have a slow impact rather than abrupt 

impact on the employee-employer relationship, but still some major changes are needed to tackle 

new threats (Phua, 2004). In case there is lot of times in hand for planning and proper strategy, 

flexible and adaptive leadership makes it sure that organization functions well, survive for long 

time and more progress in the future. When managers finally get feedback about their decisions 

and actions, they got an opportunity to assess effectiveness and what more actions are needed to 

be taken (Olsson, 2008).  

Organizational performance is described by considering the success of the organization and long 

term-survival, and there are many ways to measure these factors, such as net profit, increase in 

profit rate, increase in stock price etc. Three unique but interconnected factors of organizational 

performance are: (1) innovation and adaptation with changing conditions, (2) effectiveness and 

reliability of process, and (3) human resources and relation (Nixon, 2012). Each factor has its 

own importance which mainly depends on the situation, for example the nature of organization 

and what external challenges an organization has to face. The factors of organizational 

performance can be affected by direct or indirect type of leadership (Ofer, 2007).  

Human resource management is another vital aspect that should be considered regarding 

effective employee relationship. The process of hiring and managing the employees so that an 

organization can achieve its goals is called human resource management (Miriam, 2012). Human 

capital surely plays a vital role in increasing the success rate of a company as it provides the 

knowledge, skills and manpower to speed up and improve business processes (McGill, 2007).  
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As a result of thorough research on management and leadership, it is evident that responsive and 

flexible leadership is ideal for most of the managers. This is concluded from various theories and 

different research based reports (Lo, 2000). Significant changes in prevailing situations that 

results into adaptive and flexible leadership are only relevant to certain circumstances. The major 

change in structure of an organization, such as leadership echelon or worker’s transition leads to 

the necessary requirement of adaptive and flexible leadership (Mathur, 2007). 

2.4 Key Determinants of Organization Performance 

An organization is successful, if it focuses on successful and reliable operations to provide 

services to customers through effective skills and commitments of employees. The leader has to 

focus on following factors to attract customers: 

 Efficiency and Process Reliability: the leader has to make sure that the employees offer 

reliable products to the customers. Process reliability is related to production and delivery 

of products and services in timely and effective manner (Longman, 2004).  

 Innovation and Adaptation: adapting to external environment is important to face 

challenges and opportunities based on technology, competitor action and customers’ 

demands. The organization has to focus on need for continuous change, because, the 

demand of customers are continuously changing. Gap between words and actions might 

create failure toward leadership (Mathur, 2007). Innovation is an important process 

toward enhanced adaptation, where, the improvements in organizational products and 

services encourage improving performance determinant. Dell Computers has modified 

the business model to leverage the core competencies. The company focuses on semi-

customized commodities in order to improve enterprise computing and professional 

services (Jaafri, 2002). 

 Human Resources and Relations: there is an improved demand of dedicated people 

toward making them valuable assets of the company. In order to focus on unique 

capabilities, members are considered an important source of core competencies. Human 

resources and relations provide a knowledge and technical expertise through motivation 

and commitment toward organizational missions (Lam, 2005). A study conducted in 

University of Pennsylvania has described that 10% capital improvement has increased 
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productivity by 3.9% and an investment in human capital as increased the productivity by 

8.5%; which is twice to the first investment (Huselid, 2011). 

Organizations with human resources as a priority provide effective programs in order to 

facilitate the development and application about employee skills. In 2011, General 

Electronics focus on employees skills and considered on training and development of 

employees for grooming talent internally (Guest, 2011). The meetings were held to 

discuss qualified employees to fill leadership positions. This wad effective for the 

company to find more talented person as a leader, and the company was able to multiple 

his profit 3 times as compared to previous year. Leaders play an important role in 

influencing human relations toward organizations (Hacker, 2000).  

2.7 Different Approaches for Leaders to Improve Relationship with Employees 

There are various direct and indirect leadership approaches, which might influence on 

organizational performance. These leadership skills have been identified based on past theories 

and studies in organizational change: 

 Direct Leader Behaviour: this is based on types of leadership behaviours, which can be 

differentiated based on objectives, effectiveness, adaptation and human resources. The 

aspects are impacted by managers for task oriented behaviours and use to improve 

efficiency and reliability. The change oriented attitude focuses on improving adaptation 

toward external environment. The leaders consult with team members about the action 

plans and focus on individual personnel and resources to focus on innovative ways to 

satisfy the clients (adaptive) (Edmonds, 2010).  

 Indirect Leadership: leaders can also focus on improving performance through useful 

programs, systems and formal structures. CEO and the leaders have the authority to 

motivate low level employees based on acquisitions and joint ventures strategy. Indirect 

leadership improves one performance aspect and it influences on the other performance 

determinants. For example, a well developed incentive system is effective to improve 

reliability, innovation and employee motivation. Ensuring programs and structural forms 

are compatible in top level leaders within the organization. Effective program 

management system is important to face challenges for leaders (Nitithamyong, 2007).  
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2.8 Performance Determinants and its Link with Employee-Employer Relationships 

Our model of flexible leadership includes perception from scholar books, different ideas from 

old theories, and other results of thorough research on management and leadership. The basic 

aim of our model is to explain the organizational process that is helpful in the success of a 

company, and explanation of leadership effectiveness that in which ways leaders can possibly 

influence organizational process. In order to explain the effective leadership, we use strategic 

management theories, prior leadership theories and theories of organizational change (Dicker, 

2003).  

We consider vast range of leadership behaviours, even some behaviours which are consider as 

managing instead of leading. Basic themes is to find a right balance between competing demands 

and trade-offs, changing policies according to changing situations, the need to incorporate 

indirect and direct types of leadership, and a strong need of good leaders who have a clear 

ideology for the company. This model will help leaders to know what kind of challenges they 

may face and find effective ways to deal with those challenges (Cozinjsen, 2000;  Nitithamyong, 

2007). 

The appropriate patterns related to direct and indirect leadership is important to achieve the 

optimal balance related to performance determinants in the current situation. The performance 

determinants are related to organizational success and absolute and relative importance 

dependent on the type of organization (Chulkov, 2005). Efficiency is important in competitive 

markets, where, price is an important determinant toward sales, where, customers are unwilling 

to pay premium for products and services. It is important, where, primary competitive strategy 

for organization is important to offer products and services as a lower price as compared to 

competitors. Examples of efficiency are related to cost plus contracts in order to provide unique 

products and services (Chua, 2005).  

Reliability is another process used to provide products and services, which might affect on health 

and safety of employees. This can result in financial loss ad damage toward expensive equipment 

or property. Process reliability is related to quality of a product or service, which can be 

dependent on the procedures toward quality defects and mistakes and put a serious threat toward 

costly lawsuits (Burgos, 2013).  
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2.9 Role of Adaptation in Leadership to Manage Human Resources 

Adaptation is important toward external environment for uncertain conditions like rapid 

technological change, political and economic turmoil and threat from competitors. Innovation is 

important to develop appropriate responses from emerging threats and opportunities. 

Deregulated industries are the good example in such situations, where, adaptation has become 

more important than before. Industries in such organizations have to be responsive toward 

customer preferences; hence, the leader must possess these attributes to handle competitive edge 

(Heng, 2013).  

When there is little competition or strong demand of products and services, then the customer 

pressure is very low. However, when there is patent on unique products, there would be an 

increase in demand. This trend is opposite in privatization industry or competitive industry. 

Rapid technological changes and political trends have put an impact on organizations to make 

new strategies to cope up with external environment (Loo, 2014). Human resources are 

important to meet in complex and dynamic environment; new members require extensive 

training, and it is very difficult to train new vacant quickly. This is why; organizations have to 

maintain good relationship with members and employees to maintain competitive advantage for 

competing company (Phua, 2004). The major examples for this are advertisement agencies, 

universities, talent agencies and sports teams. Reliability and adaptation can increase the 

importance for effective relations with human resources (Olsson, 2008). 

2.10 Improving Performance Determinants by Improving Relationships with Employees 

The leadership challenges are important to consider in order improving adaptation, efficiency 

and human relations. Nissan is the good example of it, when CEO Carlos Ghosn was appointed 

in year 1999, when the company was in declining stage and lost all money in previous eight 

years. Renault has shown willingness to become a part of Nissan’s debt and this has saved the 

company from getting bankrupt. Ghosn has implemented nine cross functional trams from 

various levels of management in order to determine the manufacturing, purchasing and 

engineering function for the revival of the company. Nissan has never deployed such teams by 

involving low level managers to decide major changes (Stagich, 2011).  

In order to improve efficient, the focus was made on more than 21,000 jobs for elimination 

purpose. The purchasing cost was reduced by 10% by reducing various suppliers and the 
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relationship with existing suppliers was strengthened. The company sold non-core assets and 

trimmed the unprofitable dealers. This has saved the company by improving major changes in 

human resource practices like lifetime employment, promotion and increment. The company also 

focused on merit pay plan; and the promotion was not based on seniority but on effective 

performance. The company also hired innovative designer Shiro Nakamura, to fulfil the demand 

of customers. Just after two years, the profit of the company was $3.8 billion on sales of $47.7 

billion. This has all because of improvement in performance determinants (Stagich, 2011). 

2.11 Balancing Competing Demands and Tradeoffs 

The leaders put an effort in order to improve efficiency, adaptation and human relations, which 

can be complicated by complex human relations and potential tradeoffs about performance 

determinants. It becomes important for the leaders to increase relationships by identifying direct 

and indirect leadership skills to impact on performance determinant (Patrick, 2011).  

 Efficiency vs. Adaptation: these are implemented, when, there are major changes of 

adaptation. This might be in case of lower efficiency. The major changes are related to 

substantial investment of resources and adjustment and relearning by individuals and 

groups. This can be used to reduce efficiency and reliability and diversion of effort and 

resources toward political activity to protect power and status in the organization 

(Whittaker, 2014).  

 Efficiency vs. Human Relations: there is a tradeoff between improving human relations 

and cost. High level of financial benefits can increase the satisfaction and efficiency, but 

it can also increase operating cost. Employee satisfaction is related to policy of 

guaranteed employment and work quality (Segil, 2012).  

 Adaptations vs. Human Relations: there is also a tradeoff between human relations, 

when, there is change in external environment, this can impact on sales and profit. Such 

relationships might require substantial investment of resources for users. In case of 

economic crisis, there are limited resources available to satisfy the employees. In case of 

facilitating strategy, there is need to increase the human resources. If there is not effective 

staff, the strategy might fail (Ofer, 2007).  
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 2.12 Recommendations to Improve Leadership for Improving Emploee-Employer 

Relationships: 

 There are various ways to be considered for leaders in order to improve the effectiveness, 

which might influence on the employee-employer relationships.  

 Direct leadership behaviour focuses on efficiency, adaptation and human 

resources. These characteristics focus in important task oriented behaviours to 

enhance efficiency and process reliability. The task oriented behaviours focus on 

efficiency and process reliability. Change oriented behaviour focuses on primarily 

mission to enhance adaptation toward eternal environment (Huselid, 2011).  

 Leaders have an ability to influence the organizational performance with formal 

programs management systems and formal structure aspects. Leaders might 

influence through lower-level leaders to improve programs and focus on 

structural changes. The indirect forms of leadership focus on improving 

performance and determinants as well. These changes might improve more than 

one performance determinant. A focus can be made on various programs, 

management systems and structural forms for top leaders within organizations. A 

management system of program can be effective and a challenge for all leaders in 

an organization (Miriam,. 2012).  

 A focus on reliability can be made, where, it can affect on health and safety of 

employees. These can result in financial loss or damage to expensive property. 

Process reliability is important, when quality of product and service is important 

and has serious concerns for customers’ health (Nixon, 2012).  

 An effective leader must also be adaptive, when, the external environment is 

turbulent and uncertain. Innovation is necessary to develop appropriate responses 

to emerging threats and opportunities (Busse, 2014).  

2.13 Literature Gap and Conceptual Framework 

The literature evaluates the relationship between effective leadership and its impact on employee 

retention and loyalty for longer time. However, there is very little discussion available about 

employee-employer relationship and this impact on organizational; productivity. This would be 

discussed in our study framework. It can be concluded that the long term survival and prosperity 

of the organization is related to effectiveness, adaptation to external change and high level of 
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commitment by employees and leaders at different levels. Successful companies have the leaders 

who are flexible enough to deal with various challenges in order to improve performance. The 

leader must have the capabilities to handle business operations in case of conditional change. 

The organizational performance is related to commitment, cooperation and coordination to 

understand the effects of leaders and overall organization.  

Figure 2 Conceptual Framework 

 

  

Effective 

communication with 

employees 

Job Security 

Work flexibility 

Employee performance 

recognition 

Paid Holidays 

Incentives 

Improved Employee-

Employer 

Relationships 



 

 
17 

Chapter 3: Research Methodology 

3.1 Introduction 

Research Methodology is the way to collect data. This is based on various concepts and theories 

underlie the methods. This is based on specific features to test the aspects of information 

retrieval to test a particular system/ hypothesis. There are various research approaches; the 

reason is that, every research is different from other, this is why, there is need to focus on 

specific research approaches to make the study more reliable and validate (Cooper, 2011).  

The aim of this chapter is to discuss, what research approaches and methodologies would be used 

in the study to collect and analyze the data. The purpose of the study is to analyze the 

relationship of effective and adaptable leadership practices on organizational performance and 

how the company is able to attain and retain employees in BHP-Billiton Company. For this 

purpose, the focus would be made on qualitative and quantitative form. Qualitative study is 

helpful to analyze the data, while, qualitative study is helpful to interpret the study results. 

3.2 Research Philosophy 

There are various research philosophies to be considered in the research purpose; the major 

philosophies analyzed are positivism, realism and interpretivism. The researcher has focused 

mainly on positivism and interpretivism approach to collect the information. Positivism approach 

describes the relationship between two variables selected in the research purpose (Cooper, 2011).  

On the other side, the interpretivism approach is helpful in case study analysis which is usually 

assumption based story. The researcher has not focused on realism approach, as, this focuses on 

real facts and figures, which do not change with the passage of time. The main focus can be 

made on positivism and interpretivism approach; where, the most appropriate approach has been 

selected based on analysis (Pallant, 2007).  

Here is the analysis of various research philosophies: 

Positivism Approach: this approach is highly organized and based on researching behavior in 

natural world. In this approach, the reality is single and objectively given. In this the researcher 

and the respondents are independent. Here, the generalization is possible and is considered 

context free. The inquiry is value free and is usually quantitative through predictive 
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understanding of phenomenon. Practice and research enquiries are considered separate 

phenomenon (Rubin, 2011).  

Interpretivism Approach: in this approach, the realities are socially constructed and the data is 

usually qualitative. Inquiry is value bound and deep understanding of phenomenon is important. 

Research impacts on the deliberate intervention strategy (Zikmund, 2010). For the research 

purpose, the researcher has focused on both positivism and interpretivism approaches. The 

reason is that, the researcher has selected both qualitative and quantitative approaches.  

3.3 Research Approach 

For the research purpose, there are mainly two approaches known as deductive or quantitative 

and inductive or qualitative approach. The aim of the study is to describe the viewpoint of 

employees related to leadership in BHP-Billiton Company and the focus has been made on 

deductive approach. The benefit of deductive approach is that it flows from general to specific 

(Cooper, 2011). This means that the researcher will overall analyze the topic and then analyze 

the topic in term of BHP- Billiton Company. However, some focus would be made on qualitative 

approach as well. The information from employees would be effective for the researcher to 

conduct the study successfully. There are mainly two research approaches considered for the 

study; deductive and inductive approach (Rubin, 2011). 

Deductive Approach: deductive approach is related to developing hypothesis from existing 

literature to design research strategy in order to test the hypothesis. This approach is explained 

based on hypothesis and this is concerned to deduct conclusion and propositions. This is related 

to collect information against observations and find pattern within them. Deductive means are 

related to particulate information, which is reasoned toward general. This describes a causal 

relationship to link for particular theory, and true in various cases. Hence, this approach needs to 

formulate the hypothesis to prove formulated hypothesis right or wrong (Nixon, 2012).  

Figure 3 Deductive Approach 

 

Source: Cooper, 2011 
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Inductive Approach:   

Inductive approach focuses on the observation and theories toward research and result of 

observations. This focuses on involving the pattern from observations and then this is developed 

toward explanations and patterns through hypothesis. These are related to alter the directions for 

the study after research process is commenced. Inductive research focuses on the abstract 

generalizations and ideas. The researcher focuses on empirical generalizations to determine 

relationships for the research. This is the reverse process from deductive approach and s found in 

initial stages of the research, until the study is completed (Ofer, 2007).  

 Figure 4 Inductive Approach 

 

Source: Cooper, 2011 

For the study purpose, the researcher has focused in deductive approach, where, he has 

developed the hypothesis and data is collected to analyse the study results. The benefit of the 

deductive approach is that, the researcher will select the research question, then develop 

appropriate research hypothesis and after that the study would be made specific to the research 

topic. For example, the researcher has selected general topic and then made it specific for BHP-

Billiton. 

3.4 Research Purpose 

There are various research purposes, based on which, the study is conducted. Most important of 

them are exploratory, explanatory and analytical study.  

Exploratory Research: exploratory research is the type of research, which is used to solve the 

problem, which is clearly defined. This is the best research design to collect data and selection of 

subjects. This is used to investigate the problem to provide a detailed insight to the researcher. 

This is effective to provide details, about which rare information is available. This can be 

collected through interview, questionnaire, experiments and other tactics to collect information 

(Cooper, 2011). 

http://research-methodology.net/wp-content/uploads/2013/07/New-Picture.bmp
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Explanatory Research: Explanatory research focuses on attempting and elaborating theories to 

be added in production and principles where possible. This is used to test the evidences based on 

ideas to reach toward new areas to improve the study quality. This is usually applicable in 

scientific studies to conduct the study. This focuses on explaining things in detail to provide 

reporting to determine predictions, assumptions and principles (Guest, 2011).  

Analytical Research: this study is based on descriptive methodology, where, a research question 

about the given topic is asked. This is based on inferential statistics while using cause and effect 

approach. This involves qualitative and quantitative information and can be collected in 

numerical form. First of all, the data is collected, then analyzed and then arranged in report form 

(Pallant, 2007). 

After analyzing the approaches, the researcher has decided to focus on analytical research, 

where, the data collected from respondents would be analyzed in graphical and tabular form. The 

information collection is considered conclusive in nature, where, the data is collected in 

quantifiable information and focus is made on target audience for data analysis purpose. For this 

purpose, the focus has been made on open ended and close ended questionnaire to analyze the 

study results (Rubin, 2011).  

3.5 Research Strategy 

There are various research strategies, which are used to analyze the data. For the research 

purpose, various strategies have been considered; experimental research strategy focuses on 

research done in laboratories and control environment. Survey strategy describes people 

perception and viewpoint in qualitative and quantitative forms. Case study approach focuses on 

actual problems and their solution, grounded theory focus on previous finding and analysis of the 

questions (Whittaker, 2014).  

 Experimental Research: this approach describes, where, the researcher manipulates one 

variable in order to control rest of the variables. This is based on control group and 

subjects are assigned to various groups. In this approach, the researcher tests one effect at 

a time. This is usually used for scientific researches, where, the practical are done in 

control environment (Zikmund, 2010).  

 Case Study Research: case study method is an in-depth method for detailed examination 

for a particular subject of the study and related contextual conditions.  
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 Survey Research: this is used to access thoughts and opinions of people through various 

means. This is usually done to collect fresh hand information. It has a wide role in social 

sciences to measure procedures by asking questions from respondents (Cooper, 2011).  

Every strategy has its own importance; however, the current study focuses on survey approach to 

conduct the study in the form of questionnaire and interviews. The reason is that experimental 

research is only applicable in scientifically research; case study approach is sued, when the focus 

is made on particular dimension. Survey research is applicable to determine the responses and 

opinions of people from various dimensions (McGill, 2006).  

3.6 Population and Sampling Approach: 

Population: the population is known as the total number of individuals with certain 

characteristics and is considered interesting to focus on by the researcher (Cooper, 2011). This is 

the largest collection of individuals as a main focus for the scientific query. In our research, the 

research population is employees working in BHP Billiton office, UK. The total number of 

employees in UK is around 2000.  

Sample Size: sample size is the group of people selected for the research purpose from total 

population. It is not possible to analyze the whole population, this is why, the researcher has 

selected a small set of people for the research purpose. Sample size is based on large number of 

employees for questionnaire purpose and small number of respondents for interview purpose 

(Rubin, 2011). The researcher has focused on convenient sampling and the sample size is based 

on 130 employees for questionnaire and 3 people from management for interview. The sample 

size is neither small, nor large. For questionnaire purpose, the researcher will focus on random 

employees within the organization. There would not be biasness based on gender, age, region or 

religion.  

Sampling Approach: there are usually two types of the sampling approaches: random sampling 

approach and non-random sampling approach. in random sampling approach, the researcher 

selects the respondents on random basis without making any differences. This approach is 

helpful for the researcher to collect large number of responses. However, the respondents might 

not have a complete knowledge about the topic. In non-random sampling approach, the focus is 

made on selecting the people/ persons with knowledge about the particular topic. However, this 

is very time taking method. For the research purpose, the focus has been made on random 
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sampling approach. This means that the researcher will select employees on random basis 

without any discrimination. This would be effective for the researcher to analyze the data from 

different dimensions and employees from different ranks. Besides that, the researcher will also 

focus on convenient sampling approach. This means that the researcher has not selected large 

sample size, neither small. The reason is that, too small sample size might not represent the 

actual population and too small sample size can be difficult to analyze in short period (Pallant, 

2007). 

3.7 Data Collection 

The methods which are used to collect data are primary and secondary data. Primary data is the 

data, which is collected by the researcher, whereas secondary data is the data, which has been 

collected by other researchers and the researcher use that data in the study to make it meaningful. 

Usually, primary data is collected through quantitative methods, whereas, secondary data is 

collected in qualitative ways (Zimund, 2010). 

Figure 5 Primary and Secondary Data 

 

Source: Zikmund, 2010 

There are limited sources of primary data, because the data might be difficult to achieve, because 

of scarcity of population and low cooperation level. The major primary data sources are 

experiments (conducted in natural or artificial setting), survey (suitable for management, 

marketing and social sciences study), questionnaire (used for survey, open ended or close ended 

questionnaire), interview (face to face conversation) and observation (by observing the attitude 

of respondents) (Rubin, 2011).  
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The advantage of primary data is that it provides direct feedback from the respondents and is 

effective to generate information of competitors. However, the disadvantage of this approach is 

that it is time consuming because of survey and opinion polls. Secondary data us used to collect 

existing information and can be achieved from various sources and databases; the most important 

sources for secondary data are published sources, books, journals, magazines, newspapers, online 

sources, e-journals, websites, blogs, diaries and newsletters. The advantage of secondary data is 

that the researcher is in position to collect information in quick way, and the information can be 

achieved through inexpensive means. This provides information about market overview and 

existing literatures. However, this does not provide whole information about research questions 

(Pallant, 2007). 

The researcher has focused on primary data in order to collect fresh information. For data 

collection, the researcher will focus on planned interview and questionnaire approach. The 

interview would be open ended so that the respondent might have freedom to express the 

questions in their own ways. However, the researcher would not be able to get in detail 

information. The questionnaire approach would be helpful to get less information from large 

number of respondents in less time. All departments would be considered in the study. Both 

interview and questionnaire approach is helpful to get more information from the respondents 

from diverse ways (Cooper, 2011). 

For the research purpose, the researcher will focus on low, top and middle management from 

different departments to determine the impact if leadership in their organizations. For this 

purpose, the reliance will be made in questionnaire and semi structure interviews. The advantage 

of the questionnaire is that, the most responses can be collected in less time. However, detailed 

information cannot be collected and for this purpose the researcher will also focus on interview 

process from management, as well. Hence, the focus would be made on qualitative and 

quantitative form to get a detailed result (Chua, 2005).  

To collect the primary data in the form of interview, the focus would be made on top 

management. The contribution of management is important to determine that which leadership 

strategies are being used in the company. To get accurate responses, the researcher will avoid 

personal questioning, so that, the respondents might not hesitate (Arnold, 2003).  
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Advantages and Disadvantages of Questionnaire Approach 

Advantages Disadvantages 

It is less time taking Careless responses 

More responses can be achieved Inaccurate responses 

Easy analysis; e.g. graphs, tables Lack of knowledge 

The results can be understood easily.  

Advantages and Disadvantages of Interview Approach 

Advantages Disadvantages 

Detailed information can be achieved. It is much time taking 

Accurate information can be achieved. Less responses are achieved in more time 

 Data can be irrelevant 

 Difficulty in data interpretation 

3.8 Data Analysis 

For the research purpose, the researcher has focused on Excel 2010 to analyze the data. For this 

purpose, the researcher has focused on graphical and tabular approach for data analysis purpose. 

This is the best approach to present the quantitative information to make it more understandable. 

Besides that, the researcher has analyzed the each response by taking means and standard 

deviation of the information collected. To determine the relationship between the selected 

variables, the researcher has focused on ANOVA and Regression model to determine the 

relationship between dependent and independent variables (Cooper, 2011). Here are the factors 

considered for the research purpose: 

 Tabular Approach: this is the set of facts and figures, which are displayed 

systematically in rows and column forms. The data is presented in easily understandable 

figures 
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 Graphical Approach: this is the diagram which describes the relation between various 

variable quantities; based on two measures. This is presented along pair of axes at right 

angles (Pallant, 2007). 

 Mean: the mean is considered an average of the numbers, which can be calculated by 

adding up all the numbers and dividing it with total numbers.  

 Standard Deviation: this is the quantity, which describes that how much members of 

group are different from mean value of the group. 

 Regression Analysis: regression analysis is used to determine the relationship among 

variables selected. This focuses on various techniques to model and analyze the variables 

(dependent and independent) (Rubin, 2011). 

 ANOVA: this is the analysis of variance, in which the variation in set of observations is 

divided into distinct components. 

 Qualitative Data Interpretation: the researcher will also analyze the data through data 

interpretation. Sometimes, the readers are not efficient enough to understand the 

information by graphs and tabular approach. This is why, the researcher has also 

interpreted the information in text form to make it more understandable (Cooper, 2010). 

3.9 Ethical Consideration 

There are various ethical considerations, which have been considered in this research to make the 

study ethically responsible: 

 The researcher has strived for honesty in communication in data reporting, result 

analysis, methods and publication status. The researcher has not fabricated and 

misrepresented the data in order to gain desired results. The researcher will not deceive 

colleagues and respondents. 

 The researcher has avoided biasness in experimental designing, data analysis and 

discussion phase. He has also avoided self deception and disclosed personal information, 

which might affect the research (Pallant, 2007). 

 The researcher has acted with sincerity to gain consistency in actions 

 The researcher has avoided careless errors to examine the work and maintain a good 

record of the activities, data collection and research designing (Zikmund, 2010). 

 The researcher has shared data and results in order to face criticism and gain new ideas. 
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 The researcher has respected for intellectual property and copyrights. The researcher has 

not used unpublished data without permission. A proper acknowledgement has been 

given to contribute in the research. 

 The researcher has protected confidential information and personnel records and did not 

disclose the information to anyone. 

 The researcher has made effort to mitigate social harms through research, education and 

advocacy (Rubin, 2011). 

 The researcher has avoided discrimination based on sex, race, ethnicity and other factors 

based on scientific competence. 

 The researcher has not forced the respondents to indulge in the study, if they are not 

willing. This is why, the researcher has taken the willingness of the respondents. The 

respondents have given free chance, if they do not want to give answer of any set of 

questions. The researcher has not asked questions, which might create stress or 

discomfort to the respondents (Ofer, 2007).  

3.10 Research Limitations 

Here are following study limitations: 

 The researcher has lack of knowledge to implement the knowledge accurately into the 

study. This might create difficulty for the researcher to understand the factors, where, the 

data implementation and data application can be difficult for the researcher 

 Employees might not have responded accurately. The reason is that, they might have lack 

of knowledge. Sometimes, they are careless in responding; sometimes, they have threat 

from top management. This is the major limitation in the data results (Rubin, 2011). 

 Time management was a major constraint. This is the reason; the researcher has 

conducted the research for a small sample size. This sample size might be ineffective in 

order to represent the actual population. This is the reason, to generalize the study, there 

is need to involve more respondents.  

 The researcher has overloaded; because of study and time. This might impact on the 

efficiency and effectiveness of the report presentation (Cooper, 2011).  
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Chapter 04 - Results, Analysis and Discussion   

4.1 Introduction: 

The previous section has focused on the research approaches to be used in the study and how the 

research would be conducted. This section focuses on the data collection and data analysis 

collected in form of interview and questionnaire form. For quantitative data analysis, the focus 

has been made on questionnaire and tabular approach. Besides that, the interpretation of the data 

would also be provided. The researcher has analyzed and interpreted the interview in qualitative 

form.  

The data collected from the respondents has been grouped and analyzed by using SPSS to 

determine the impact of effective and adaptive leadership strategies to improve effective 

employee relationship at the working environment. The focus has been made on regression and 

ANOVA test in order to determine the variances. The data collected would be analyzed in 

graphical representation, so that, the viewers can easily understand the results just with one 

glance.  

4.2 Research Focus 

The focus of this research is on identification of leadership qualities being used in BHP-Billiton 

Company and how the company can focus on effective leadership qualities in order to improve 

organizational performance. Through this study, the researcher has revealed significant outcomes 

by using primary and secondary research. The study has described that how motivational tools 

can play an important role toward organizational success and what tools are effective to make a 

leader adaptive toward organizational environment.  

The study has also identified the barriers toward employee motivation and leadership flexibility 

and how these barriers can impact on organizational performance. The research provided a 

framework about the flexible and adaptive abilities of the leaders and its impact on 

organizational framework. The research will describe that how adaptive leadership is important 

to gain a strategic edge. 
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4.3 Questionnaire Preparation 

For questionnaire analysis; the focus has been mainly made on Likert Scale; where, scale 1 

describes the strongly agree and scale 5 is strongly disagree. This is easy to analyze, where, the 

most of the respondents lie. The researcher has focused on the factors, which might impact on 

the leadership characteristics and how the employee-employer relationship can be improved in 

BHP-Billiton workplace. The participants have shown a positive attitude toward the research; the 

responses have been achieved in person in order to make the results validated and intact. The 

researcher has selected 130 employees for the research purpose and 6 employees have rejected to 

participate in the study. Overall, the respondents’ response was 95%, who have participated in 

the study. 124 respondents have answered the questions. This has been presented in the graph 

below: 

Figure 6 Responses 

 

For the survey purpose, the researcher has selected 100 employees for questionnaire purpose and 

3 persons from management for interview purpose. The persons selected for questionnaire are 

general employees (top, middle, bottom) and for interview purpose, the researcher has focused 

on project manager in UK, HR manager and production manager to determine their responses in 

this aspect. This has been presented as below: 
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Figure 7 Respondents 

 

4.4 Questionnaire Analysis 

For demographic characteristics, the focus has been made on gender, age, marital status, 

education and rank of employees for people working in BHP-Billiton, UK.  

Table: 1.  Demographic characteristics of Respondents 

Variable n Percentage 

Gender Male  79 63.7% 

Female 45 36.3% 

Age More than 35 59 47.58% 

Less than 35 65 52.42% 

Marital Status Single 81 65.32% 

Married 43 34.68% 

Education M-Phil/ PhD 31 25% 

Masters 63 50.81% 

97% 

3% 

Employees for Questionnaire Managers for Interview
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Bachelors/ Diploma 

Holders 

30 24.19% 

Rank Initial Managers 

(employees 

79 63.71% 

Middle Managers 38 30.65% 

Top Managers 5 4.04% 

In the research, the researcher has made no discrimination based on gender and give 

opportunities to fill questionnaire to both males and females. In Our research, there are 63.7% 

males and 36.3% females, who have responded to the questions. The researcher has also made no 

discrimination based on gender and gave opportunities to both youngsters and middle age people 

to respond to our questionnaire. There are around 48% people with more than age 35 and 52% 

people with age less than 35.  

The researcher has also considered both single and married persons in the study to determine 

whether this influence on the study results or not. In our study, there are 35% married people and 

65% unmarried people. The researcher has made reliance on employees from different cultural 

backgrounds in order to determine the impact of education in our results. Almost 50% of the 

respondents in our research are from masters background, while 25% of the respondents have 

done M-Phil/ PhD; while, 25% of the respondents are from bachelor/ diploma holders. The 

researcher has selected employees from different backgrounds; where, most of the respondents 

are from initial level management. 64% of the respondents are from initial management, and, 

34% are from middle management, whereas rest of the respondents is from top management. 

Objective 1: To analyze the constitutions on flexible and adaptive leadership (independent 

variable) at BHP-Billiton 

Q1: Does the leader provide training for your job? 

 Respondents Mean (%) 

Strongly Agree 3 2 
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Agree 23 19 

Neutral 8 6 

Disagree 53 43 

Strongly Disagree 37 40 

Total 124 100% 

Training is the prime opportunity in order to increase knowledge base for employees; however, 

some leaders consider training an expensive opportunity. Some employees are week in their 

skills and they cannot make efforts to improve their performance toward organizational 

objectives. Similarly, sometimes, the companies implement modern methods and technologies, 

about which, it becomes necessary to provide knowledge and training.  

If there are inadequate training sessions, the employees might feel discomfort to work in such 

environment. Hence, the companies have to focus on proper training sessions to adjust 

employees in corporate culture (Arnold, 2003). In our analysis, it has been observed that there 

are only 21% of the respondents who have received training from their leaders. On the other 

hand, other respondents have said that they cannot find proper guidelines and training from their 

seniors. This creates a mess in the environment and they might not perform their jobs in an 

effective way.  

Figure 8 Job Training 
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Q2: Is your leader a source of motivation for you? 

 Respondents Mean (%) 

Strongly Agree 13 11 

Agree 42 34 

Neutral 6 5 

Disagree 29 23 

Strongly Disagree 34 27 

Total 124 100% 

A leader is the person with strong nerves with no rude attitude. The leader is acceptable toward 

change and is able to quick adjust in the environment by accepting the mistakes of employees 

and encouraging them toward corrections. A good leader is that, which has an inspiring 

personality and people feel comfortable to share their ideas and thinking to them. If the leaders 

have inspiring attributes, they would be in position to motivate people toward positive directions 

(Benko, 2004).  

From the analysis, it has been observed that 45% of the respondents have said that the leadership 

here is inspiring and they really enjoy working with them. Some of them have stated that the 

leader does not overlook on their activities, hence, they work in quite relax environment. 

However, other respondents have said that these factors are dangerous toward their career 

growth. 50% of the respondents have said that the leader does not dictate them about good and 

bad operating activities; hence, they pose a negative impact on the employees’ growth.  
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Figure 9 Leader a Source of Motivation 

 

Q3: The leader arranges staff meeting on regular basis? 

 Respondents Mean (%) 

Strongly Agree 23 18 

Agree 28 23 

Neutral 7 6 

Disagree 51 41 

Strongly Disagree 15 12 

Total 124 100% 

Regular staff meetings are important to share information with employees and train them in order 

to improve customers’ experience. If these meetings are done in effective way, there would be 

building of morale through marketing skills and breaking stereotypical business meeting. These 

meetings should be done in effective and lively way while considering issues like workplace 

safety, consumer data and business plans. These employees should also be allowed to give input 

and feedback to the leader, so that, the leader can understand their issues as well (Chu, 2005).  
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From the analysis, it has been observed that there are 41% of the respondents, who said that their 

leader conducts regular meeting with them and understands their issues. This is important for 

them to share their views and understand corporate culture, as well. This has urges the 

employees to share their ideas in effective way. However, other respondents have said that there 

are no regular meetings in this context. The management does not provide accurate roles and 

responsibilities; hence, they are less interested to know about working culture.  

Figure 10 Staff Meeting 

 

Q4: Which rewards the leader offers to you? (you can click more than one) 

 Respondents Mean (%) 

Voucher 8 6 

Cash 60 43 

Gift Items 5 4 

Certification of Appraisal 45 33 

Never Received 20 14 

The companies are making effort to spend excessive amount of money in order to make 

employees more productive. Investing money is productivity is useless, if the leaders have not 

understanding about employee recognition and rewards and use them in effective ways. The 
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people focus on receiving large amount of recognition and accomplishments in safe workplace 

through hard working and success. In order to become good leader, the company has to inspire 

followers by understanding principles and goals to be followed. There is need to build strong 

bonds, which might inspire the followers. Hence, it is important to feel employees valuable by 

improving rewards system, so that, they become more productive (Guest, 2011).  

Figure 11 Sources of Rewards 

 

In our analysis, there are 14% if the respondents, who have said that they received vouchers for 

reward, 43% of the respondents have received cash, 4% have received gift items, 33% have 

received certification of appraisal and 43% of the respondents have said that they never received 

any sort of reward. The respondents have described that the company is poor in term of offering 

rewards and they have observed a high nepotism in offering rewards based on culture, race and 

gender. 

Q5: Does your leader motivate you to work under pressure? 

 Respondents Mean 
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Disagree 34 27 
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Strongly Disagree 41 33 

Total 124 100% 

It is important for the leaders to motivate the employees, even, if they are working under 

pressure. It is an important trait to have by leaders that they are capable enough to work under 

pressure. When the leaders have no stamina and they take stress easily, they would not be able to 

handle employees and ultimately, the strategic objectives would not be achieved. If the 

companies not able to achieve strategic objectives, it would not be able to achieve competitive 

advantage, as well. Hence, the leader must be adaptive enough to accept any challenges and 

focus on change management (Loo, 2014).  

In our analysis, there are 30% of the respondents, who have said that the leader is adaptive and 

flexible enough to face any challenge and encourage the employees to accept the change as well. 

There are 10% of the respondents, who have said that they have neutral opinion on it. On the 

other hand, 60% of the respondents have said that the leader is not flexible and adaptive enough 

to accept the challenges and this might put an impact on organizational productivity.  

Figure 12 Work Under Pressure 
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Strongly Agree 12 10 

Agree 33 26 

Neutral 7 6 

Disagree 47 38 

Strongly Disagree 25 20 

Total 124 100% 

Career advancement is related to encompassing everything from the time of career beginning to 

time of retirement. The companies have to provide such environment, which is effective to retain 

and attain employees (Bagchi, 2006). In our analysis, it has been observed that 10% of the 

respondents said that they will surely do their job for next five years in the company. 26% of the 

respondents were agreeing on the statement; 6% of the respondents have shown neutral opinion, 

38% of the respondents were disagreeing on the statement, while, 20% of the respondents were 

strongly disagreeing on the statement. Overall, it has been observed that most of the respondents 

do not want to continue their job with the company, because, they are focusing on other 

opportunities with more benefits and facilities. If these employees switch to another 

organization, they will leak the personal information of the company to the competitors. Besides 

that, this would be very challenging for the company to train new employees.  

Figure 13 Future Consideration to Work in BHP Billiton 
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Q7: Are you satisfied by the way of communication of your leader? 

 Respondents Mean (%) 

Strongly Agree 28 18 

Agree 36 23 

Neutral 4 3 

Disagree 49 32 

Strongly Disagree 38 24 

Total 124 100% 

Communication is an important way to share ideas between top management and bottom 

management. Here, the middle management plays a key role. A good communication is 

important to keep employees inform about the company, key projects and training sessions. This 

is also important to combine the tram and deliver organizational strategy and plans. These are 

also important to support the team efforts and describe about organizational action plans (Dicker, 

2003). There are 41% of the respondents, who have said that the leader does effective verbal and 

non-verbal communication to them in order to deliver key strategic plans and ideas to the 

employees. 3% people have shown neutral opinion in this context; while, other respondents have 

said that the management does not describe about the wrongness and righteous actions; the 

management does not also explain them in detail about their mistakes; hence, they are not able to 

correct themselves and grow in career.  
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Figure 14 Communication 

 

Q8: Does your leader recognize you for the performance on the workplace? 

 Respondents Mean % 
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Agree 21 17 

Neutral 3 2 

Disagree 56 45 

Strongly Disagree 32 26 

Total 124 100% 
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efforts to others in order to support organizational goals and values. This is important to let 

employees know about their work and provide ownership and access to belonging in the 
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and loyalty (Longman, 2004).  
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the company is ineffective to motivate them by recognizing them. This has created a challenging 

environment for the leaders and employees, as, employees are not comfortable, if they are not 

acknowledged about their efforts and services for organization.  

Figure 15 Performance Appraisals 

 

Q 9: Do you think that your leader offers you good pay rate? 
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Agree 27 22 

Neutral 4 3 

Disagree 43 35 

Strongly Disagree 31 35 

Total 124 100% 

It is important to focus on effective pay rate to motivate the employees; because, workers 

respond to financial rewards. When employees are getting right payment and remuneration, this 

would be important for organizational success. Remuneration and salary is an important cost for 

the business, where, people feel strongly about it. Pay is considered an important business 

legislation to attract reliable employees with effective skills will be effective to join a competitor 

(Obolensky, 2010).  
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From our analysis, it has been observed that there are 37% of the respondents have said that they 

are satisfied by the salary package offered by the company. This package is helpful for them to 

balance their work and life and spend money without fear. On the other hand, 60% of the 

respondents have said that the company does not offer them effective salary packages and they 

are not in position to meet their living expenditures.  

Figure 16 Good pay Rate 
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is an increasing number of companies, which are focusing on job rotation to train employees. 

This might have positive and negative impact on the job performance by using this technique 

(Olsson, 2008).  

In our analysis, there are 19% of the respondents, who have said that they are being thrown with 

various job rotation activities. This improves their knowledge and job training.  On the other 

hand, 76% of the respondents have said that they are having only one job and they get bore, 

when there are no job switching. They have said that this does not widen their job experience.  

Figure 17 Job Rotation 
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In our analysis, we have asked the respondents about their satisfaction level with the leader. The 

question was asked to determine, if, employees are capable enough in getting the rewards and 

motivation, this might be important for the employees to pursue their careers with the company. 

However, if the leader is rude and ineffective, they might not feel happy to continue their job 

with that company (Hacker, 2000). There are 52% of the respondents, who want to pursue their 

career in the organization under that leader. On the other hand, other respondents have said that 

they are not comfortable with the leader and they want to switch to other competitors in the 

industry. This might be challenging for the company to have a control over their personal 

information.  

Figure 18 Passion to Work with Leader 

 

Q12: Are you motivated to work with your current leader in multicultural working 

environment? 
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The working environment of the company is based on multiple cultures and this is challenging 

for the leaders to manage different cultures. It is important to bring cultural diversity in the 

organization, so that, the employees can share their views and ideas from various backgrounds. 

Hence, it becomes advantageous for the company to handle business operations by considering 

various points of views (Jaafri, 2002). From the analysis, it has been observed that 50% of the 

respondents have said that they are relaxed in the environment, as, they have greater 

understanding and familiarity with the leader. On the other hand, 9% of the respondents were 

neutral in their opinion. 41% of the respondents have said that the leader does not relate to their 

culture and he is not adaptive enough to accept other cultures. This has created a messy 

environment and they do not feel comfortable to work with him. 

Figure 19 Multicultural Working Environment 
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Job security is the assurance of employees to continue the job in gainful employment about 

working conditions; job security is related to contract of employment, labor legislation and 

arbitrary termination. Job security describes that the individual will keep on growing and there 

would be little chances that he would be getting unemployed. There is economic expansion, 

where, there is an increase in demand. When there is experienced growth, there is increase in job 

confidence and security. Poor business experiences reduce the demand and downsizing in short 

term (Miriam, 2012).  

There are 54% of the respondents, who have said that they feel comfortable in working 

environment of the company and they think that their job is not in risk. This increases the sense 

of confidence in them to not becoming jobless. On the other hand, 44% of the respondents have 

said that they have always risk to get jobless and they consider that they would not be in 

organization for coming time.  

Figure 20 Job Security 
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4 35 28 

5 30 24 

Total 124 100% 

In our analysis, there are 14% of the respondents, who were not satisfied with the job at BHP-

Billiton; 19% of the respondents were relatively more satisfied. There are 15% of the 

respondents who have given 3 stars to the company environment; there are 28% of the 

respondents, who had given 4 stars to the company and 24% of the respondents, have given star 

5 to the company. 

Figure 21 Level of Job Satisfaction 
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Q1: Do you communicate to employees on regular basis? 

HR Manager: somehow, my main duty is to hire and attract employees and determine the 

demand of employees 

Strategic Manager (Leader): yes, as I have to manage the work responsibilities assigned 

toward them. 

Operational manager: yes, as I have to dictate them about the workload 

Analysis: 

It is important for the management to take necessary decisions to improve business decisions. 

The managers have said that they communicate the objectives, ethical rules and corporate 

cultures on regular basis. When these are communicated to the employees, they have knowledge 

about their roles and responsibilities; hence, they work in more effective way.  

Q 2: Do you provide job training to employees? 

HR Manager: yes, we do provide, when there is need. 

Strategic Manager (Leader): the HR managers arrange trainees 

Operational manager: No, this is not my duty 

Analysis: 

Effective job training at workplace is important to achieve organizational objectives in effective 

way. This describes that how the company should work to achieve organizational objectives. For 

this purpose, there is a need to provide related training. When employees have no training, they 

would not know how to handle a situation. This might create a chaos environment and the 

organizational objectives would not be achieved.  

Q: 3 Do you recognize team members when they perform extraordinary? 

HR Manager: yes, we do. 

Strategic Manager (Leader): we observe, but we do not; because, this can create an unhealthy 

competition. 

Operational manager: No, 
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Analysis: it is important to recognize team members at workplace based on their performance. It 

has been observed that management recognition plays an important role toward employee 

motivation. When the employees are recognized, they feel integrated, hence, there is need to 

recognize the employees accordingly.  

Q 4: Do you conduct regular staff meetings?  

HR Manager: yes, we conduct the meeting with senior managers. 

Strategic Manager (Leader): yes, once in a month 

Operational manager: no 

Analysis 

The analysis has describes that the meetings are held on regular basis; however, employees are 

less involved in the meeting. The main focus is made on top management. There is ineffective 

employee motivation and employees might not be able to fulfill the management’s expectations 

in this way. 

Q 5: are you effective enough to work with diverse culture? 

HR Manager: yes, we do 

Strategic Manager (Leader): somehow 

Operational manager: somehow 

Analysis:  

The interviewees have described that they do not have a potential to work with diverse cultures; 

although, there are employees from different backgrounds, however, it has been observed that 

the company focuses on nepotism and they mainly prefer the employees from their own culture. 

This has created a sense of highly job insecurity and low staff morale.  

4.6 Regression and ANOVA 

The regression analysis has been conduced based on effective communication (independent 

variable) and job satisfaction level (dependent variable) to determine whether the dependent and 

independent variables are highly correlated to each other or not. In our analysis, the value of r is 

0.889 and the correlation between variables is r= 0.793 
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Model Summary 

Mode

l 

R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .889
a
 .923 .729 .239 

The analysis describes that there is 92.3% r square, which is a very goof position to describe the 

relationship between the selected variables. The standard error of estimation is considered 

23.9%, which makes the model acceptable.  

ANOVA
b
 

Model Sum of 

Squares 

Df Mean Square F Sig. 

1 Regression 63.23 29 2.32 14.23 .000
a
 

Residual 18.23 83 .192   

Total 82.34 106    

The analysis shows that the p value is more than 0.05, hence, the model is significant and the 

study relationship is positive. 
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 Chapter 5: Conclusions/Recommendation  

5.1 Summary of the Results 

Using the set objectives in chapter 1, the focus has been made on questionnaire and interview 

approach to determine the impact of employee-employer (leader) relationship to improve 

organizational productivity. For this purpose, the focus has been made on interview And 

questionnaire approach to determine the impact of the independent variables on dependent 

variables. The study has described that out hypothesis H1 is correct, and H0 is false: 

H1: A degree of flexible adaptive leadership is important to build employee-employer 

relationships in BHP Billiton 

10% of the respondents said that they will doubtlessly carry out their job for next five years in 

the organization. 26% of the respondents were conceding to the announcement; 6% of the 

respondents have demonstrated impartial conclusion, 38% of the respondents were differing on 

the announcement, while, 20% of the respondents were unequivocally differing on the 

announcement. Overall, it caan be said that that the employees are less satisfied and want to 

switch their job. 

In our analysis, it has been watched that there are just 21% of the respondents who have gotten 

preparing from their leaders. Then again, different respondents have said that they can't discover 

legitimate rules and preparing from their seniors.  It has been observed that 45% of the 

respondents have said that the leadership here is rousing and they truly appreciate working with 

them. Some of them have expressed that the leader does not ignore on their exercises, 

subsequently, they work in very unwind environment. 50% of the respondents have said that the 

leader does not manage them about great and awful working exercises; consequently, they 

represent a negative effect on the employees' development.  

The study reveals that 41% of the respondents said that their leaders conducts customary meeting 

with them and comprehends their issues. This is vital for them to impart their perspectives and 

comprehend corporate society, also. There are 41% of the respondents, who have said that the 

leader does successful verbal and non-verbal correspondence to them to convey key 

arrangements and thoughts to the employees. There are 14% if the respondents, who have said 

that they got vouchers for reward, 43% of the respondents have gotten money, 4% have gotten 
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blessing things, 33% have gotten confirmation of examination and 43% of the respondents have 

said that they never got any kind of reward.  

There are 52% of the respondents, who need to seek after their vocation in the association under 

that leader. Then again, different respondents have said that they are not happy with the leader 

and they need to change to different rivals in the business. 50% of the respondents have said that 

they are loose in the earth, as, they have more prominent comprehension and nature with the 

leader. Then again, 9% of the respondents were impartial as they would see it. 41% of the 

respondents have said that the leader does not identify with their way of life and he is not 

sufficiently versatile to acknowledge different societies.  

There are 27% of the respondents, who have said that the organization perceives employees, 

when, they have performed uncommon. This is vital to build their resolve and they strive to get 

on top rundown. Then again, 61% of the respondents have said that the organization is 

ineffectual to persuade them by remembering them. There are 10% of the respondents, who have 

said that they have unbiased sentiment on it. Then again, 60% of the respondents have said that 

the leader is not adaptable and sufficiently versatile to acknowledge the difficulties and this may 

put an effect on hierarchical benefit.   

There are 54% of the respondents, who have said that they feel great in workplace of the 

organization and they believe that their job is not in danger. This builds the feeling of trust in 

them to not getting to be jobless. It has been watched that there are 37% of the respondents have 

said that they are fulfilled by the compensation bundle offered by the organization. There are 

19% of the respondents, who have said that they are being tossed with different job turn 

exercises. This enhances their insight and job preparing. Then again, 76% of the respondents 

have said that they are having stand out job and they get bore, when there are no job switching. 

5.2 Data Discussion and Implication to Objectives: 

From this discussion, it can be said that the level of job satisfaction at BHP-Billiton, UK is very 

low. The reason is that, the staff has said that the leaders highly ineffective and they are not a 

source of inspiration for the employees. Moreover, the employees have said that there is also job 

security issue toward their job and they have fear of losing the job. They have said that if they 

have gained the opportunity to switch the job, they will not feel hesitant to switch on. The level 

of communication is very low in the company and people feel afraid to share their ideas and 
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issues with the top management. The company has to focus on dynamic workforce in order to 

improve work conditions as compared to competitors. If the company has well informed the 

employees about the competitors through proper training sessions, the company would be able to 

increase its market share (Phua, 2004).  

The manager must show a strong relationship with employees by cooperating with them and 

delivering safe working environment to employees, so that, they can be motivated toward work. 

The leader must have the ability to handle pressure and listening employees’ demands and 

issues. Employee recognition is important for supporting work environment and employee 

motivation and ultimately, the employee retention rate increases. This urges other employees to 

perform extraordinary; hence, the organizational productivity is increased (Segil, 2012).  

It has been observed that the company does not manage employees from diverse backgrounds in 

effective way. It becomes even more challenging for leaders to handle such people from different 

backgrounds. Sometimes, any issue like nepotism, inequality and harassment can create 

challenges for the leader and he has to take every step wisely (Zwiakel, 2004). The conclusion of 

the study has been presented in the next chapter and recommendations have been provided in 

next section, too. 

Overall, it has been observed that the study objectives have been fulfilled and the researcher is in 

position to determine that what factors keep employees less satisfied and why they are always 

thinking to switch toward other jobs. The previous studies have made less focus on the adaptive 

and flexible leadership characteristics, hence, the researcher has added that how the leaders can 

attract more employees toward work and how these qualities can influence on management 

decisions and organizational productivity. 

5.3 Recommendations: 

Objective 4: To recommend various flexible adaptive leadership initiatives in order to 

increase employee-employer relationships 

From the analysis, it has been observed that there is strong relationship between leader flexibility and 

employee-employer relationship; as, the employees are not happy with the leadership style, the 

turnover rate is 30% in the company and more than 50% of the respondents do not want to continue 

their future with the company. In order to improve relationship with employees, leadership is an 
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important resource. Here are some of the leadership characteristics, which must be focused on by 

the company in order to improve relationships with employees: 

1. The company should focus on hiring multidimensional leaders to improve the leadership 

capabilities. It has been observed that more than 45% of the respondents have said that 

there is discrimination on workplace, and they are not comfortable working there. Hiring 

leaders with multi-dimensional experiences are appropriate; it is necessary to improve 

communication abilities and hiring capabilities of the leader (Brent, 2004).  

Goal Activities Timeline 

The leaders should be given opportunities to deliver 

speeches at workplace. 

Training by outside 

trainee 

May, 2015 

Here, the leaders would be given opportunity to recruit 

volunteers 

Training by 

volunteer 

coordinator 

June, 2015 

Improve ability to work as leadership team Planned meetings Dec, 2015 

2. There is effective leadership plan to be focused on in order to improve staff role and 

abilities in the company. More than 37% of the respondents have said that the leaders do 

not communicate with them on major issues and they are not involved in decision making 

process. 

Goal Activities Timeline 

Improve communication with employees through 

internet and telephones. 

Training by operating 

manager 

July, 2015 

To improve abilities of the leaders to lead effective 

meetings 

Training by program 

director 

Aug, 2015 

Improve ability to work as a team Through community 

development projects, 

Dec, 2015 
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CEO and executive 

team 

Improve diversity awareness about program leaders 

and staff 

Ongoing diversity 

awareness programs 

Monthly 

meetings 

3. The focus can be made on mentoring employees by mentoring to lead a focus group for 

the first time. It can be effective in order to develop most effective ways to become leader 

and contribute to develop a better person. 40% of the respondents have said that the 

mentors/ leaders do not train them organizational objectives; hence, they are unable to 

grow their career (Guest, 2011).  

4. Management has to focus on that employee feel job security sense, so that, they might not 

be demotivated. More than 55% of the respondents have said that they do not feel that 

their job is secure and they have always a fear of losing job because of poor leadership 

practices. For this purpose, the company can make a contract with the employees for 2-5 

years, so that, they might not have fear of losing job at any time. 

5. Effective job rotation and job switching can improve the employees’ interest toward 

organizational activities. More than 35% of the respondents have said that they are stick 

to a particular job and they cannot diverse their experiences. The company can focus on 

competitive pay rate, so that, they might not think to switch toward other job (Price, 

2011).  

5.4 Limitation and Future Consideration of the Study 

From the data analysis, there are various limitations and the future consideration.  

 The researcher has focused on sampling characteristics, and this sample is too small. For 

future consideration, the focus can be made on adding more respondents in the analysis. 

The researcher has lack of time, hence, he could not make focus on large sample. Hence, 

the small sample can impact on the study results and accuracy. To implement these 

changes in the company, the focus can be made on large sample size to conduct the study 

with same environment. This is helpful to evaluate the study results with more detail. 
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 The respondents might have responded to questions carelessly, hence, it might have 

impact on study accuracy. In order to check the data reliability, the management can 

focus on another study in order to check the correlation between both studies.  

 Besides that, the study is limited to BHP-Billiton, UK; these study results cannot be 

implementing to any other organization and any other branch or office of BHP-Billiton 

outside the UK. If the company wants to implement these recommendations to any other 

office, there is need to take a separate review and survey from employees. 
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Appendix: Questionnaire 

Please select the most appropriate answer: 

Demographic characteristics of Respondents 

Variable  

Gender Male   

Female  

Age More than 35  

Less than 35  

Marital Status Single  

Married  

Education M-Phil/ PhD  

Masters  

Bachelors/ Diploma Holders  

Rank Initial Managers (employees  

Middle Managers  

Top Managers  

Q1:  Do you consider working for more than 5 years in BHP-Billiton? 

Strongly Agree  

Agree  

Neutral  
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Disagree  

Strongly Disagree  

Q2: Does the leader provide training for your job? 

Strongly Agree  

Agree  

Neutral  

Disagree  

Strongly Disagree  

Q3: Is your leader a source of motivation for you? 

Strongly Agree  

Agree  

Neutral  

Disagree  

Strongly Disagree  

Q4: The leader arranges staff meeting on regular basis? 

Strongly Agree  

Agree  

Neutral  

Disagree  

Strongly Disagree  

Q5: Are you satisfied by the way of communication of your leader? 

Strongly Agree  

Agree  
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Neutral  

Disagree  

Strongly Disagree  

Q6: Which rewards the leader offers to you? (you can click more than one) 

Strongly Agree  

Agree  

Neutral  

Disagree  

Strongly Disagree  

Q7: Do you have passion to work with your leader in order to advance your career? 

Strongly Agree  

Agree  

Neutral  

Disagree  

Strongly Disagree  

Q8: Are you motivated to work with your current leader in multicultural working 

environment? 

Strongly Agree  

Agree  

Neutral  

Disagree  

Strongly Disagree  
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Q9: Does your leader recognize you for the performance on the workplace? 

Strongly Agree  

Agree  

Neutral  

Disagree  

Strongly Disagree  

Q10: does your leader motivate you to work under pressure? 

Strongly Agree  

Agree  

Neutral  

Disagree  

Strongly Disagree  

Q11: Does your leader at PH-Billiton provide you job security? 

Strongly Agree  

Agree  

Neutral  

Disagree  

Strongly Disagree  

Q12: Do you think that you get good pay rate? 

Strongly Agree  

Agree  

Neutral  

Disagree  
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Strongly Disagree  

Q13: Does your leader assign you more than one task (job rotation)? 

Strongly Agree  

Agree  

Neutral  

Disagree  

Strongly Disagree  

Q 14: What is your level of job satisfaction at PH-Billiton? Rate from 1 (highly dissatisfied) 

to 5 (highly satisfied)? 

1  

2  

3  

4  

5  

 


