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[bookmark: _Toc232597396]CHAPTER ONE: INTRODUCTION	Comment by Supervisor: The topic title is broad and ambitious. You must clearly specify which organisations you will study — do not leave “selected” undefined. Name the specific organisations or at minimum the sectors and number (e.g., “three public and three private organisations”). The word “comparative” in the title commits you to a rigorous comparative design, which must be fully reflected in your methodology.
[bookmark: _Toc232597397]1.0 Overview
This chapter presents the foundation of the study by outlining the background, problem statement, objectives, research questions, conceptual framework, significance, scope, limitations and definition of key terms. The study focuses on analysing how leadership styles influence organisational performance in selected public and private sector organisations in Malawi.
[bookmark: _Toc232597398]1.1 Background of the Study	Comment by Supervisor: The background is superficial and largely a summary of textbook theory. A strong background must ground the study in the Malawian context with specific evidence — cite government reports, performance audits, or sector-specific data. You make general claims (e.g., “organisations continue to experience challenges”) without citing any Malawian source. Revise with at least 3–4 locally-grounded references and empirical data on the performance gap you are investigating.
Leadership remains one of the most important determinants of organisational success. It influences employee motivation, decision-making processes, organisational culture and overall performance. Effective leadership ensures that organisational goals are achieved efficiently, while ineffective leadership often leads to poor performance, low morale and reduced productivity (Northouse, 2021).
Globally, leadership has been studied extensively through different theoretical lenses. Transformational leadership emphasises inspiration, vision and employee empowerment. Transactional leadership focuses on structured tasks, performance monitoring and reward systems. Laissez-faire leadership represents a passive approach where leaders provide minimal direction (Bass & Riggio, 2006).
In developing countries, including Malawi, leadership challenges are often intensified by limited resources, institutional weaknesses, and bureaucratic inefficiencies. Public sector organisations tend to operate under rigid administrative systems, while private sector organisations are more flexible and performance-oriented. These differences influence how leadership styles are applied and how organisational performance is achieved.
In Malawi, organisations continue to experience challenges such as inefficiency, weak accountability systems, low employee motivation and inconsistent leadership practices. Despite reforms in governance and management systems, performance gaps remain evident across both sectors.
However, there is limited empirical research comparing leadership styles between public and private sector organisations in Malawi and how these styles influence performance outcomes. This study therefore seeks to address this gap.
[bookmark: _Toc232597399]1.2 Statement of the Problem	Comment by Supervisor: The problem statement follows the Ideal-Reality-Consequences structure correctly, but all three sections are vague. You provide no statistics, no specific examples, and no named organisations to justify the problem. What is the actual evidence that leadership is the cause of poor performance in Malawian organisations? You must cite specific data or documented incidents. The research problem must be demonstrable, not assumed.
Although leadership is widely recognised as a key driver of organisational performance, many organisations in Malawi continue to experience performance inefficiencies.
[bookmark: _Toc232597400]Ideal Situation
Organisations are expected to operate under effective leadership that promotes efficiency, employee motivation, accountability and achievement of strategic goals.
[bookmark: _Toc232597401]Reality
Many organisations in Malawi face challenges such as poor service delivery, weak supervision, low productivity and inconsistent leadership practices. Public institutions often suffer from bureaucratic delays, while private organisations struggle with leadership inconsistency and employee dissatisfaction.
[bookmark: _Toc232597402]Consequences
If leadership challenges are not addressed, organisations will continue experiencing reduced productivity, poor service delivery and weakened competitiveness. This may negatively affect national development and economic growth.
Therefore, the study investigates how leadership styles influence organisational performance in selected organisations in Malawi.



[bookmark: _Toc232597403]1.3 Objectives of the Study	Comment by Supervisor: Specific Objective 3 (“To compare leadership styles between public and private organisations”) overlaps significantly with the general objective and should be rephrased to add a distinct dimension. Ensure all objectives use action-oriented research verbs consistently (identify, assess, compare, determine). Also note: Objective 2 focuses on “employee performance” but the title and general objective refer to “organisational performance” — these are different constructs. Clarify and align.
[bookmark: _Toc232597404]General Objective
To examine the influence of leadership styles on organisational performance in selected public and private sector organisations in Malawi.
[bookmark: _Toc232597405]Specific Objectives
1. To identify leadership styles used in selected organisations. 
2. To assess the influence of leadership styles on employee performance. 
3. To compare leadership styles between public and private organisations. 
4. To determine the relationship between leadership style and organisational productivity. 
[bookmark: _Toc232597406]1.4 Research Questions	Comment by Supervisor: Research questions must correspond one-to-one with specific objectives — currently they do not align precisely. Question 4 asks about “productivity” specifically, but Objective 4 refers to “organisational productivity” more broadly. More critically, your questions are generic — they could apply to any country. Integrate Malawi-specific language and context into each question to sharpen the research focus.
1. What leadership styles are commonly used in selected organisations in Malawi? 
2. How do leadership styles influence organisational performance? 
3. What differences exist between public and private sector leadership styles? 
4. What is the relationship between leadership style and organisational productivity? 
[bookmark: _Toc232597407]1.5 Conceptual Framework	Comment by Supervisor: The conceptual framework is underdeveloped. You list moderating variables (organisational culture, employee skills, resource availability) but do not explain the theoretical basis for their inclusion or how they interact with the independent and dependent variables. The diagram appears to have been inserted as a table/text box rather than a proper figure — it must be presented as a labelled figure (Figure 1: Conceptual Framework) with a caption and a full narrative explanation of the relationships depicted. Cite the scholars whose frameworks informed this model.
[bookmark: _Toc232597408]Variables
· Independent Variable: Leadership styles 
· Dependent Variable: Organisational performance 
· Moderating Variables: Organisational culture, employee skills and resource availability.



[bookmark: _Toc232597409]Diagrammatic Representation
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Transformational leadership is expected to positively influence performance, while laissez-faire leadership may negatively affect outcomes. Transactional leadership may produce moderate performance depending on context (Bass & Avolio, 1994).

[bookmark: _Toc232597410]1.6 Significance of the Study	Comment by Supervisor: The significance section is presented as bullet points with one-line statements — this is inadequate for a Master’s proposal. Each stakeholder group must have at least a full sentence or two explaining the specific benefit. How exactly will government use these findings? What policy changes might result? At this level, significance should also include a contribution to theory or scholarly literature beyond just “researchers.”
The study is important to:
· Government: Improve leadership systems in public institutions 
· Private sector: Enhance productivity and competitiveness 
· Managers: Improve leadership effectiveness 
· Employees: Improve motivation and work environment 
· Researchers: Contribute to leadership literature in Malawi 
[bookmark: _Toc232597411]1.7 Scope of the Study	Comment by Supervisor: The scope is insufficiently defined. You must specify: (1) exactly how many organisations will be studied; (2) which specific organisations, or the criteria for their selection; (3) the time period of the study; (4) which specific performance indicators will and will not be examined. The current scope statement is only two sentences and provides no defensible boundaries for the research.
The study focuses on selected public and private organisations in Malawi, specifically in urban areas such as Lilongwe and Blantyre. It examines leadership styles and organisational performance indicators such as productivity, efficiency, and employee satisfaction.
[bookmark: _Toc232597412]1.8 Limitations of the Study
· Limited access to organisational internal data 
· Time constraints 
· Possible respondent bias 
· Financial constraints for wider data collection 
[bookmark: _Toc232597413]1.9 Definition of Terms
· Leadership Style: Behavioural approach used by leaders 
· Organisational Performance: Level of efficiency in achieving goals 
· Transformational Leadership: Inspiring and motivating leadership style 
· Transactional Leadership: Reward-based leadership style 
· Laissez-faire Leadership: Passive leadership approach 


[bookmark: _Toc232597414]CHAPTER TWO: LITERATURE REVIEW	Comment by Supervisor: The entire literature review chapter is critically inadequate for a Master’s level proposal. Each theoretical section is only 1–2 sentences. A proper theoretical review should engage critically with each theory — its assumptions, strengths, weaknesses, and relevance to your study. The empirical review cites no specific studies by name (no authors, journals, years). You must engage with real peer-reviewed studies, not vague regional summaries (“Studies in Africa...”, “Research in Kenya and South Africa...”). This chapter must be substantially rewritten and expanded to at least 8–10 pages in the final dissertation.
[bookmark: _Toc232597415]2.0 Overview
This chapter reviews theories and empirical studies on leadership styles and organisational performance.
[bookmark: _Toc232597416]2.1 Theoretical Review	Comment by Supervisor: You identify three theories but do not critically engage with any of them. Contingency Theory (Fiedler, 1967) is introduced but never linked to the rest of your study — your objectives and framework do not include situational/contextual variables in a meaningful way. Either integrate contingency theory properly into your framework and methodology, or justify why it is relevant. Also, you have omitted other important theories such as Servant Leadership, Situational Leadership (Hersey & Blanchard), and Path-Goal Theory — acknowledge these and justify your theoretical choices.
[bookmark: _Toc232597417]Transformational Leadership Theory
Bass (1985) argues that transformational leaders inspire employees to exceed expectations by providing vision and motivation. This leads to improved performance and innovation.
[bookmark: _Toc232597418]Transactional Leadership Theory
Burns (1978) explains that transactional leadership relies on rewards and punishments to achieve performance targets.
[bookmark: _Toc232597419]Contingency Theory
Fiedler (1967) suggests that leadership effectiveness depends on the situation, meaning no single leadership style is universally effective.
[bookmark: _Toc232597420]2.2 Empirical Review	Comment by Supervisor: This section is wholly unacceptable at Master’s level. You cite no specific empirical studies — no authors, no journals, no publication years, no findings, no methodologies. Statements like “Studies in Africa show...” and “Research in Kenya and South Africa indicates...” are not proper academic citations. You must review at least 15–20 peer-reviewed empirical studies, summarise their findings, compare them, and critically identify contradictions and agreements. The empirical review must be specific, attributed, and analytical.
Studies in Africa show that transformational leadership improves employee performance and organisational outcomes. Research in Kenya and South Africa indicates that organisations with transformational leaders tend to perform better than those with laissez-faire leadership styles.
In public sector organisations, bureaucratic structures often reduce leadership effectiveness. Private sector organisations tend to adopt performance-based leadership systems.
However, limited studies have focused specifically on Malawi, creating a research gap.

[bookmark: _Toc232597421]2.3 Research Gap
Existing studies largely focus on global or regional contexts. There is limited comparative research in Malawi examining how leadership styles differ between public and private organisations and their impact on performance.
[bookmark: _Toc232597422]CHAPTER THREE: RESEARCH METHODOLOGY
[bookmark: _Toc232597423]3.0 Overview
This chapter outlines the research design, approach, population, sampling, data collection, analysis, ethical considerations and limitations.
[bookmark: _Toc232597424]3.1 Research Design	Comment by Supervisor: “Comparative cross-sectional” design is appropriate for your topic, but you must justify it. Why is cross-sectional design chosen over longitudinal? What are its limitations in the context of studying leadership? How does the comparative element align with a cross-sectional approach? One sentence is not sufficient — provide a full paragraph justifying the design choice with reference to research methodology literature (e.g., Creswell, Saunders et al.).
A comparative cross-sectional research design will be used.
[bookmark: _Toc232597425]3.2 Research Approach
A mixed-method approach combining qualitative and quantitative methods will be applied.
[bookmark: _Toc232597426]3.3 Study Area
Selected organisations in Lilongwe and Blantyre, Malawi.
[bookmark: _Toc232597427]3.4 Target Population
Managers and employees in selected organisations.
[bookmark: _Toc232597428]3.5 Sample Size and Sampling	Comment by Supervisor: You state “a sample of 100 respondents” but provide no justification for this figure. How was 100 determined? You must reference a sample size calculation (e.g., Yamane’s formula, Krejcie & Morgan table) or provide a power analysis justification. Also, you say both stratified random sampling AND purposive sampling will be used — explain when each will be used, for which group (managers vs. employees), and why. How will you ensure proportional representation from each sector?
A sample of 100 respondents using stratified random sampling and purposive sampling.


[bookmark: _Toc232597429]3.6 Data Collection Methods
· Questionnaires 
· Interviews 
· Document analysis 
[bookmark: _Toc232597430]3.7 Data Analysis	Comment by Supervisor: The data analysis section is too brief. For quantitative analysis, specify which descriptive statistics will be used (mean, frequency, standard deviation) and what inferential tests (correlation, regression, t-test, ANOVA?) will be applied and why. For qualitative, explain how themes will be derived — inductive or deductive thematic analysis? Will NVivo or manual coding be used? How will you ensure rigour in the qualitative component? Also clarify how the quantitative and qualitative findings will be integrated (triangulation).
· Quantitative: SPSS (descriptive + correlation analysis) 
· Qualitative: Thematic analysis 
[bookmark: _Toc232597431]3.8 Validity and Reliability
Pilot testing will be conducted to ensure clarity and consistency of research instruments.
[bookmark: _Toc232597432]3.9 Ethical Considerations
· Informed consent 
· Confidentiality 
· Anonymity 
· Voluntary participation 
[bookmark: _Toc232597433]3.10 Limitations
· Limited time 
· Access restrictions 
· Response bias 




[bookmark: _Toc232597434]BUDGET
	Item
	Description
	Estimated Cost (MWK)

	Transport
	Field visits
	500,000

	Printing
	Questionnaires & materials
	80,000

	Data entry
	SPSS support
	100,000

	Communication
	Phone/data
	60,000

	Miscellaneous
	Contingency
	50,000

	Total
	
	790,000 MWK



[bookmark: _Toc232597435]TIMELINE 
	Activity
	Month 1
	Month 2
	Month 3
	Month 4
	Month 5
	Month 6

	Proposal writing
	✔
	✔
	
	
	
	

	Literature review
	
	✔
	✔
	
	
	

	Methodology
	
	
	✔
	✔
	
	

	Data collection
	
	
	
	✔
	✔
	

	Data analysis
	
	
	
	
	✔
	✔

	Report writing
	
	
	
	
	
	✔



[bookmark: _Toc232597436]EXPECTED RESULTS	Comment by Supervisor: This section is problematic — a research proposal should not pre-determine its findings. Stating that “the study is expected to find that transformational leadership positively influences...” introduces researcher bias and suggests the outcome is predetermined. Replace this with research hypotheses (if quantitative) or propositions (if qualitative/mixed), written as testable statements. For example: H1: Transformational leadership is positively associated with organisational performance in private sector organisations in Malawi.
The study is expected to find that transformational leadership positively influences organisational performance more than transactional and laissez-faire leadership styles. It is also expected that private sector organisations demonstrate stronger leadership-performance alignment compared to public sector organisations.
[bookmark: _Toc232597437]REFERENCES 	Comment by Supervisor: The reference list contains only 6 sources, which is wholly inadequate for a Master’s research proposal. A minimum of 25–30 references is expected, with the majority being peer-reviewed journal articles published within the last 10 years. Most of your current references are textbooks from the 1970s–2000s. You must include recent empirical studies (2015–2025) and sources specific to the African and Malawian context. Check and standardise your referencing format — ensure full consistency with APA 7th edition throughout.
Bass, B.M. (1985). Leadership and Performance Beyond Expectations. Free Press.
Bass, B.M. & Avolio, B.J. (1994). Improving Organisational Effectiveness. Sage.
Bass, B.M. & Riggio, R.E. (2006). Transformational Leadership. Routledge.
Burns, J.M. (1978). Leadership. Harper & Row.
Fiedler, F.E. (1967). A Theory of Leadership Effectiveness. McGraw-Hill.
Northouse, P.G. (2021). Leadership: Theory and Practice. Sage.

